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ABSTRACT 

In 1992, Algoma Steel, with nearly 6000 workers, became Canada's largest 
worker buyout. To prevent a plant closure, unionized workers bought the majority of 
company shares and entered into a joint union-management decision-making process. 
This resulted in a significant workplace transformation. 

The goal of this inquiry was to investigate the range of spillover effects from the 
increased workplace democracy, how spillover was occurring, and ways in which it 
could be enhanced. It examined the effects of changed workplace relations, values, 
experiences and skills on workers' personal lives, families and community. 

Empirical research was conducted over eighteen months from October, 1997 to 
April, 1999. Participatory action research was selected as the appropriate methodology. 
A holistic approach was required to expose the interrelated nature of social relations 
between the various sites of people's lives. I conducted the research in collaboration 
with a core research group of eight co-researchers-all front-line employees. They 

participated in all aspects of the research process-planning, acting, observing and 
reflecting. Multiple methods of data collection included document analysis, monthly 
core group discussions, target group interviews, and individual interviews. 

Findings indicate that spillover was occurring from approximately 1992 to 1998. 
Strongest effects were identified at the micro level of employees' lives-in the sphere 
of domestic and everyday life and the working class sites of the community sphere. 
Acquisition of enhanced interpersonal skills, experience of working cooperatively 
toward common goals and increased confidence from new roles all spilled over into life 
outside the plant. 

Spillover occurred through the following processes: action learning, relational 
processes and consciousness-raising. Spillover was more likely to happen within 
receptive social networks and sites consistent with employees' social location. It was 
influenced by the extent of collective employee ownership and the perception of 
whether the joint-process was working. 

Policy implications emerging from the research relate to the inseparability of the 
`social' and the ̀ economic' and the micro and macro levels of social development. 
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CHAPTER 1: INTRODUCTION 

1.1 Introduction 

Algoma Steel Inc. (ASI) is the third largest steel company in Canada. It is an 
integrated steel mill selling to a global market. At the time that the research for this 

thesis was conducted, from 1997-1999, it employed approximately 5000 people. In 

1992, Algoma Steel, with its nearly 6000 workers, became the largest worker buyout in 

Canada. The Algoma Steel experiment in radically transforming ownership and 
decision-making in a major heavy industry workplace interested me enormously as an 

activist and an academic. 

1.2 Thesis Subject and Research Focus 

During the three decades in which I have been an activist trying to promote a 

more egalitarian and democratic society I have had the good fortune of working in both 

workplace and community settings--as union activist and community organizer. As a 

social worker I have also been involved in efforts with individuals, couples and families 

to change their personal or domestic lives along more egalitarian and democratic lines. 

I have always been troubled by the lack of connection between transformative efforts in 

those three spheres of our lives: paid (or traded) work sphere, community sphere and 
domestic sphere (Milroy and Wismer, 1994, p 85). 

When I heard from a fellow community activist-Gayle Broad-that workers at 
Algoma Steel Inc. (ASI) in our home town, Sault Ste. Marie, Ontario, were not only 

trying to democratize their workplace, but that some were also transferring some of that 

experience into their lives at home and in their communities, I was eager to investigate 

this phenomenon through systematic research. My enthusiasm was heightened when 
Gayle suggested that the two of us simultaneously study the three spheres. She would 
focus on the transformation process inside the workplace and I would focus on spillover 

effects of those changes on life in the community and domestic spheres. Through our 

research we would try to bridge the gap between inquiry in the three spheres. Because 

we wanted this research to be part of egalitarian, democratic societal transformation we 
decided to use participatory action research methods. That methodological approach 

would allow us to conduct research with front line workers in order to create knowledge 

grounded in their experience. 

11 



Gayle Broad's research explores the nature, extent and value of worker 

participation at Algoma Steel Inc. It provides "a view of the structure, the process, and 

the day-to-day challenges of worker participation from the workers' perspective. This 

perspective has illustrated an interlocking benefit of worker participation in both the 

ownership and control of the company.... Secondly,... [her] research illustrates that 

extending worker participation to all levels, and beyond a partial or pseudo form, 

requires a commitment to changing the power dynamics and nurturing... relational 

skills" (Broad, 2000, p 186). 

Having observed changes that were taking place in the "New Algoma" 

workplace, and having heard anecdotal evidence of spillover effects of the workplace 

changes outside the plant, I decided to look more systematically at what, where and how 

spillover had happened as well as its potential broader effects. This resulted in an 
inquiry based on the following hypothesis: that there was an inter-relationship between 

changes in the workplace of Algoma Steel and changes outside the plant; that is, there 

was spillover. 

1.3 Definition of `Spillover' 

For this work, I defined `spillover' as the transference of new experiences (for 

example, the experience of new relations, new decision-making processes), skills, 

attitudes, behaviours and values acquired in the `new' Algoma Steel workplace to life 

outside the workplace (Gordon et at, 1999, p 1). It also includes more specifically 
`economic' spillover effects of the New Algoma. 

1.4 Research Questions and Assumptions 

Approaching the Algoma Steel spillover research, I asked the following 

questions: Have different guiding principles and ways of life within the restructured 

and majority worker owned Algoma Steel Inc. had any effect on, or influenced, guiding 

principles and ways of life outside the plant? In other words, what, if any, are the 

spillover effects of the changed relations at ASI, and how could they be enhanced? As 

the research progressed, other questions emerged: when spillover occurs, how does it 

happen? What are the factors that seem to facilitate its occurrence and what are the 

contexts or conditions that seem to favour it happening? 

12 



I began with the assumption that while there would not be a great deal of 

evidence of spillover occurring, there would be some, and that it may be happening in 

workers' lives in their involvement in voluntary and civic organizations, social justice 

groups, and within their family and friendship relationships. Beyond that, I did not 
know where or how spillover was happening, nor how widespread it was. I wondered if 

we would discover it in the form of workers taking their workplace experiences in 

teamwork, increased participation, cooperative functioning, and collective approaches 
into their involvement in community organizations. In the personal, domestic or family 

sphere I wondered if there would be evidence of more democratic approaches to 

parenting and spousal relations. I did not know if it extended to the broader political 

realm in the form of workers changing their ideological leanings from individualist 

political ideologies (reform liberalism and neo-liberalism) to collectivist political 
ideologies (social democracy and socialism) and a corresponding shift in their 

participation in political movements and electoral politics. 

1.5 Methodological Approach and Style 

This thesis is based on the participatory action research about spillover which I 

conducted in collaboration with eight co-researchers who were front line workers at 
Algoma Steel. Chapter 4 outlines the methodological approach and process. The thesis 

is written in the first person as that style is congruent with the methodology I am using. 
As explained in Chapter 4, participatory action research does not attempt to distance the 

researcher from the phenomenon under investigation. Rather, it acknowledges that all 

research and knowledge creation is necessarily biased by the values and perspectives of 

the agents involved. Similarly, the thesis' analysis of the research does not separate the 

writer from the writing. I am acknowledging my place in the whole process--the 

research process as well as the thesis-writing process. 

In 1988 I shifted my paid-work focus from direct social work practice to 

university teaching. This opportunity to delve into theory rekindled my interest in the 

importance of praxis. I saw action research as an effective way to combine theory with 

efforts to transform society along more democratic and egalitarian lines. 

1.6 Value Assumption and Ideological Lenses 

The research and thesis are based on my value assumption that it is desirable to 

increase democracy and equality in all social relations. The research was explicitly 
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normative in that its primary goal was to further progress toward more democratic, 

egalitarian relations. The action research was intended to be a means to that end. Since 

the research was conducted in a society which is structured by class, gender and race, 

anti-racist socialist feminism and left postmodernism proved useful as ideological 

lenses to capture those aspects of the findings otherwise missed by more mainstream 

perspectives and to deepen the efficacy of the theoretical framework in understanding 

them. The value assumption and ideological lenses are further explained in chapters 4, 

5,6and8. 

1.7 Theoretical Framework 

PAULO [FREIRE]:... when I meet some books-I say "meet" because some books are 
like persons-when I meet some books, I remake my practice theoretically. I become 
better able to understand the theory inside of my action (Horton and Freire, 1990, p 36). 

Because we wanted to overcome the traditional and artificial barriers between 

academic disciplines, Gayle and I selected the interdisciplinary School for Policy 

Studies, University of Bristol, as the university through which to do our postgraduate 

research. Spillover of experience between and among the three spheres of workers' 
lives is a very complex phenomenon to study. My advisor, Danny Burns at the School 

for Policy Studies, wholeheartedly encouraged and guided my preparatory reading in 

many disciplines, for example, adult education, community development, community 

studies, economics, policy studies, political studies, social anthropology, social 

psychology, and sociology. 

My experience as an activist in the three different spheres of people's lives had 

been that those organizing in each sphere were unaware of what was happening in the 

others. As I read literature relevant to spillover in the various disciplines I encountered 

the same problem--a seemingly total lack of awareness of work in other disciplines 

with regard to the very same subject matter. Authors very rarely referred to 

publications in other disciplines. In spite of this lack of awareness of work in each 

others' disciplines there were themes running through the literature which I found 

useful in trying to understand spillover. Of those theoretical themes the two which are 

central to this thesis are: (a) interconnectedness of the social and the economic and of 

the three spheres of workers' lives, and (b) praxis or interconnectedness of theory and 

practice in human and social development. A schematic map of the thesis' theoretical 
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framework can be seen in Figure 1.1: Cross-disciplinary theoretical framework below. 

The literature with regard to interconnectedness of social and economic and the three 

spheres is summarized in Chapter 2: Review of spillover literature. That which pertains 

to praxis is presented in Chapter 4: Methodology and Chapters 5,6 and 8: the chapters 

which provide an analysis of the research findings. The thesis' theoretical framework is 

outlined in diagrammatic form in Figure 1.1: Cross-disciplinary Theoretical 

Framework. 

Figure 1.1 Cross-Disciplinary Theoretical Framework 

Concepts 
" (contested) community(les) 
" communities of practice 
" networks 
" caring society + social capital 
" consciousness-raising 

" socially transformative, 
participatory 
epistemology 

\\ý_ 
Action Rese 

" relations of Model 
ruling 
" structure 
" culture Sociological " micro + macro Theory 

" communal Aboriginal 

ownership Teachings 

"consensus 
decision making 
" holism 

Theories 
Community Development 

Central 
Theme: 

interconnectedness 
(interconnected + praxis 
- based framework for 

policy analysis and social 
transformation) j 

Psychological 
Theory 

" force field 
" behaviour + learning 
" function of Interplay between 
individuals + environment 
" action learning 

/" relational work 
+ learning 

" separation of 
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domestic) 

Feminist Theory 

Political Theory 

Social Policy Theory 

" values + Ideological basis 
" determinants of health 
" false separation of economic + 
social / 

" democracy 
" power+ 

empowerment 
" citizenship 
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1.8 Brief History of the Algoma Steel Worker Buyout 

Established in the 1890s by Francis Clergue, Algoma Steel's history was 

"checkered with bankruptcy, government assistance and labour disputes" (McCourt, 

1995). One of the most notorious points in that history occurred during its first 

experience with bankruptcy in 1903. When the company failed to pay overdue wages to 

3500 workers, major unrest ensued, including gunshots exchanged between workers and 

managers. Troops were sent by the Ontario government to quell the unrest. The 

government bailed out the company, but highly conflictual labour relations continued. 
In 1940 the workers formed a union-initially a local of the Steelworkers Organizing 

Committee which became United Steelworkers of America in 1942. Their strike of 
1946 made major gains in reducing the absolute power of management over the 

workers. 

The number of employees at the plant reached its peak of 12,500 by 1980 and 
fell to 7,500 by 1987. In 1988 Dofasco purchased Algoma Steel and decided to 

restructure Algoma to fit with Dofasco's own corporate strategy. According to USWA, 

Dofasco proceeded to steal the good orders, downsize Algoma in critical areas and 

reduce investment in modernization (McCourt, 1995, p 37-38). Having a high debt 

load, Algoma was severely affected by a downturn of the economy in the late 1980s and 

early 1990s. A work stoppage of 112 days in 1990 cost the company $83 million in lost 

sales (Broad, 2000, p 27) and worsened union-management relations. In addition, 
during the 1980s the corporation had not invested in pollution devices required by 

government legislation. As Broad states, "this.. . became an obstacle to Dofasco simply 

shutting the plant down. Due to the environmental cleanup costs, shutting down the 

mill became almost costlier than keeping it open" (p 27). In June, 1991, the company 

produced a restructuring plan to avert bankruptcy. The plan called for a reduction of the 

employees to 3800. USWA rejected the plan and realized it had to develop its own 

plan. 

In 1991 Algoma Steel was Sault Ste. Marie's major employer, with no other 
large employers within 400 km. Closing the plant would have adversely affected the 

future of most of the city's population. No buyers could be found. The international 

head office of the United Steelworkers of America (USWA) decided the only way to 

save the corporation and its employees' jobs was to propose an employee buy-out. 
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"For investors, there were few choices left. The size of the indebtedness-$763 

million-was spread mainly among five banks, financial institutions and companies. 
None of them could afford to simply walk away from the investment, particularly at a 

time when the economy worldwide was suffering, and in Canada was especially hard- 

hit" (Broad, 2000, p 28). While the creditors were not used to supporting worker 
buyouts, they had watched the Algoma Steel Corp. receive three extensions on 
bankruptcy proceedings and still no buyer in sight. They realized that the USWA 

employee buyout proposal was their only remaining hope (p 29). 

The workers took a reduction in pay in exchange for shares thereby owning 
60% of the corporation. The union also negotiated a new joint decision-making process 

giving the workers an equal say in decision-making from the board of directors to the 

shop-floor. USWA was determined that Algoma become a workplace based on "full 

participation" rather than the "pseudo-participation" (Pateman, 1970) which 

characterized most worker takeovers in North America. They had learned lessons from 

the Employee Share Ownership 'Plan (ESOP) or profit-sharing model used in 

restructuring Weirton Steel in West Virginia. They noted that workers in ESOPs like 

Weirton had not acquired sufficient decision-making power. They were also concerned 

about the perception within the labour movement that "the individual nature of the 

benefits provided through ESOPs would decrease workers' willingness to work together 
for improved conditions for all workers.. . and ... (they) would no longer be able to 
distinguish between the company's best interests and their own" (Broad, 2000, p 38). 

Broad elaborates: 

The USWA was sensitive to the criticisms levelled by other trade unionists towards 
ESOPs, and were determined that they would not be viewed as a "sell-out". When Leo 
Gerard and the other negotiators realized that the worker takeover was likely to 
proceed, they began to work on the development of a structure which would give 
employees an opportunity to effectively transform their workplace (p 39). 

The union's plan was therefore designed to provide the workers with a say that 

would be equal to that of management and to maintain the existence and active role of 

the union. (In most worker takeovers unions discontinue their involvement. ) The 

resultant design-unique to Algoma-was called "the joint process". It was based on a 

structure in which representatives from both unionized workers and management could 

make decisions from the shop floor to the most senior level of the company. It 

17 



consisted of three levels: the Joint Steering Committee (JSC), Departmental Steering 

Committees (DSCs) and Self-Directed Workgroups (SDWGs). The CEO of Algoma 

Steel Inc. and the Director, District 6 USWA, could attend any meetings of the JSC if 

they gave advance notice. The Vice-President, Human Resources of ASI and District 6 

Area Coordinator, USWA served as JSC co-chairs. "The JSC is composed of 

approximately 20 people including equal numbers of management and union 

representatives from the various departments of the plant" (Broad, 2000, p 124). The 

JSC's responsibilities were those which in a traditional company would reside solely 

with the CEO. 

Each DSC was responsible for decisions made by a General Foreman or 
Department Head in a more traditional workplace. There were 3 co-chairs on each 
DSC-one from LU 2251 (the hourly workers), one from LU 2724 (middle managers) 

and one from senior management. 

There were several worksites within each department. The plan was to 

encourage and support the voluntary development of Self-Directed Work Groups in 

each worksite. At the time of the spillover research project about 20% of the workforce 
was organized as SDWGs. 

This joint process of management and decision-making was designed to allow 
for worker participation at all levels of the company. It was to use consensus-based 
decision-making employing skills acquired through an extensive training programme. 
Skills such as conflict resolution, how to set agendas and conduct meetings, how to read 
financial accounts and how to problem-solve gave workers some of the tools they 

needed to participate meaningfully in the joint process and the overall cultural 
transformation of the company. 

The new ownership structure agreed to in 1992 saw the issuing of 60% of the 

common shares to employees over five years. Those shares were held in cooperative 

trusts (one for the workers in LU 2252 and one for the salaried supervisory staff in LU 

2724). "To prevent any attempt at an outside buy-up of shares, they were locked into 

the trusts unless an employee died or had to go on to long-term disability" (Quarter, 

1995, p 132). Through the cooperatives the employees received voting shares which 

gave them the right to vote on four main company issues: "1. the sale of the company, 
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2. investments by Algoma outside of their community, 3. any major operating change 
by the company not approved by eight board members, and 4. the issuance of stock that 

would dilute the employees stock below fifty per cent" (MacLeod, 1997, p 124). 

In 1995 the employees became involved in negotiations to modify the 1992 

ownership in order to finance the construction of a new hot strip mill-the Direct Strip 

Production Complex-believed necessary for Algoma to survive in the highly 

competitive steel market. It was a very difficult decision, but they voted in favour of a 

reduction from a majority to minority holding-from 57% to 27% of shares owned by 

the workers. 

While 1992 to 1995 had been financially successful years for Algoma Steel, that 

situation changed dramatically as an over-supply in the global markets coincided with a 

marked decrease in steel consumption. It was in that context that} the ASI employee- 

owners were faced with the decision of voting for or against the company's proposal to 

refinance which included selling employees' shares. Broad (2000) presents their 

dilemma as follows: 

While workers had the right to accept or reject the company's proposal to refinance, in 
reality their options were limited by the requirements placed upon them by financial 
institutions providing the financing. If workers believed that investment in new 
technology in the form of the new DSPC was essential to the future of the enterprise, 
then they had to reduce their shareholdings in the company. So although workers 
appeared to be participating fully in the decision to dilute their share ownership, in 
reality their participation was confined by financiers who set the terms and conditions 
of loans (p 116). 

I have briefly outlined the history of Algoma Steel with a particular focus on the 

creation of the New Algoma as a worker owned ̀ and co-managed firm. It is from that 

workplace transformation that the spillover which is the subject of this thesis took place. 

1.9 Thesis Journey 

In initially approaching this project, as a community organizer and social justice 

activist, I had hoped to discover that the increased democratization in the ASI 

workplace had led to attempts by steelworkers and other community residents to 

transform other organizations and institutions in ways that mirrored the increased 

democratic relations within the Algoma Steel workplace. Because of my concern for 

democratic societal transformation I had always been interested in change at the macro 
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level-structural change; but, the important findings were not at that level. The research 

process led me to a somewhat different focus. The participatory action research gave 

me a heightened awareness of the potential for political transformation at the micro 

level and the importance of transformed personal relationships for effecting broader 

change at the macro level and vice versa. The co-researchers, drawing on their belief in 

their right to democratic participation, guided the research, and therefore my thesis 

journey, in unexpected directions. They showed me that working class spillover begins 

in the domestic and personal spheres of their lives and the working class sites of the 

community sphere and that the focus of our inquiry should be at that level. In this way 

the participatory action research approach produced rich information about how 

spillover from workplace democratization occurs. 

1.10 Thesis Structure 

Chapter Two summarizes literature about workplace spillover, particularly 

spillover from more democratic workplaces. 

Chapter Three provides a snapshot of the historical and community context in 

which the New Algoma was born, developed and spilled over into life outside the plant. 

Chapter Four explains the participatory action research methodology selected 

and the way in which it was used in the spillover research project. 

Chapters Five and Six discuss the research findings. Chapter Five outlines the 

spillover effects which were identified. Chapter Six explains how spillover was 

occurring. It discusses relevant processes and factors. 

Chapter Seven presents policy implications of the thesis for government, union, 
left political parties, community developers, post-secondary institutions and researchers. 

Chapter Eight concludes the thesis. Through conceptual reflections it explores 

potential broader effects of the spillover identified, as well as ways in which spillover 

could be enhanced. 
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CHAPTER 2: REVIEW OF LITERATURE RELEVANT TO SPILLOVER 

2.1 Introduction 

The thesis has two theoretical themes: (a) inter-relatedness of the `social' and 
`economic' and of the different spheres of people's lives, and (b) praxis or the inter- 

relatedness of theory and practice. Chapter 2 provides a review of literature pertaining 

to the first theme. Literature in relation to the second theme-praxis-is presented in 

chapter 4: Methodology and chapters 5,6 and 7 which analyze and reflect on the 

research findings. 

This chapter is organized under the following headings: 

2.2 Literature about the inter-relatedness of `social' and `economic' and of 
`domestic', `traded' and ̀ community' spheres 

" Literature about the inter-relatedness of `social' and ̀ economic' 

" Literature about the inter-relatedness of `domestic', `traded' and 
`community' spheres 

" Health policy literature: determinants of health 

" Literature about community, social capital and social networks 

2.3 'Literature about workplace as an institutional setting that influences people's 
lives both inside and outside the workplace 

" Adult socialization literature 

" Alienation and human development literature and origin of `spillover 

hypothesis' 

2.4 Literature about spillover from more democratic workplaces: 

categorization of the literature 

" spillover of skills and ways from participatory and worker owned 

workplaces to life outside 

" spillover of values of participatory democracy, egalitarianism, collectivism 

and public-spiritedness (versus values of hierarchical structures, inequality, 

individualism and competition) from participatory and worker-owned 

workplaces to life outside 
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2.5 Where this thesis fits within the context of spillover literature 

2.2 Literature about Spillover from the General `Economic Sphere' to the 
`Socio-Political Sphere" 

Inter-relatedness of `social' and `economic' phenomena and of the `domestic', 

`traded' and `community' spheres of people's lives is one of the thesis' two main 

theoretical themes supporting the hypothesis: that there is an inter-relationship between 

changes in the New Algoma workplace and life outside. Spillover in this research 

consists of new culture in a workplace-usually considered an economic site-affecting 

sites outside the plant which are usually considered social sites. (It also refers to 

spillover from the `social' to the `economic' sites. ) The conceptualization of the inter- 

relatedness of the economic and the social has therefore been central to the development 

of the thesis. 

Some forms of the inter-relatedness of the `social' and the `economic' seem 

obvious. The social upheaval and devastation to surrounding communities caused by 

mine and plant closures and moratoria on fishing is well documented and part of general 
knowledge. Less generally known, in the public discourse, are the social effects of 

progressive transformations of workplaces which not only save jobs but also change the 

type of work experience. One body of knowledge that has contributed to that discourse 

is the literature and theory development concerning the determinants of health and well- 
being. That literature has drawn conclusions from empirical studies about the 

relationship between health status and (i) degree of hierarchy in workplace relationships 

and (ii) degree of control over one's work and life, among other factors (Premier's 

Council on Health Strategy, 1991). Another area of literature of particular relevance to 

the positive effects of the economic sphere on the social and vice versa is that 

concerned with social capital, social networks and mutual aid in Section 2.2.4. 

2.2.1 Literature about the Inter-Relatedness of `Social' and `Economic' 

There is a long historical tradition of theory which has addressed the inter- 

relatedness of economic and social life. Marx and Engels emphasized the notion that 

social theory had to be based on an analysis of both the productive and social 

This literature has particular relevance for the Algoma Steel spillover findings identified in section 
5.3.1: Economic spillover, chapter 5, of this thesis. 
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reproductive sides of social relations. Marx and subsequent orthodox Marxists, 

however, developed theory with regard to the productive sphere while neglecting social 

reproduction (Dickinson and Russell, 1986). Non-orthodox Marxists, including feminist 

Marxists and environmental Marxists, on the other hand, continued to develop theory in 

relation to the inter-relatedness of the social and the economic (e. g. Smith, 1987,1999; 

Williams, 1989; Gorz, 1987a, 1987b, 1989). For example, according to Kenny and 

Little (1995), the evolution of Gorz's thought "encapsulates the analytical shift among 

Marxist theorists, over the last thirty years, from an ethic of collective proletarian 

liberation in the sphere of production to concern for the microsocial relations of the 

workplace and a recognition of the importance of other spheres of social life" (p 279). 

Fabian socialist thinkers such as Owen gave more equal attention to the 

productive and community spheres. Theory that informed the urban reform movement 

saw the relationship between the economic and social in the form of urban social 

problems resulting from the rapid growth of factories in towns and cities with . the 

capitalist industrial revolution. Contemporary democratic socialist thinkers as well as 

left post-modernists postulate that gains made in terms of transforming oppressive 

social relations due to race, gender, sexual orientation, ability and age in the `social' 

sphere are making inroads into the sphere of workplace relations.. 

Social anthropologists such as Kropotkin (1956), Eisler (1987) and Bates (1998) 

have theorized about the holistic relationship between the economic and the social 

during most-approximately 99%-of our species' history. They emphasize how 

recently the economic has been conceptually separated from the social. 

Included in the literature about spillover effects from what is known as the 

`economic sphere' of social relations (for example, work and production, exchange and 

distribution of goods and services) to what is called the `socio-political sphere' of social 

relations (such as, personal/domestic life, community, governance and legitimation) are 

theoretical work and empirical research that have been undertaken in the fields of social 

and economic policy. 
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Most economists refer to spillover effects from the economic sphere to other 

spheres of peoples' lives as `externalities'. The term externalities underlines the 

separation, as opposed to the inter-relatedness, of the spheres. Economists usually use 

the concept of `externalities' to explain costs and benefits of production which do not 

appear on the ledger sheets, generally implying that they are not significant for the 

economic matter at hand. In a different vein, Smith (1985), an economist with much 

interest in workplace democracy, uses ̀ externalities' in referring to benefits of more 

democratic workplaces in an article about the relationship between "ownership and 
decision making participation" and "participation in community affairs". 

As with economic policy literature, the overwhelming preponderance of social 

policy literature does not treat the economic and the social as parts of the same policy 
domain. Gil (1992), however, does provide an alternative view of the relationship 
between the economic and the other spheres of peoples' lives. He contends that in fact 

social relations in all spheres, including the economic, are shaped by social policies 

which he defines as "guiding principles for ways of life, motivated by basic and 

perceived human needs" (p 24). Social institutions such as economy, family, education 

and governmental politics are clusters of social policies which shape major aspects of 

social life, such as management of resources, work and production, exchange and 
distribution, governance and legitimation, and reproduction, socialization, and social 

control, geared to meeting those human needs (p 22). He conceptualizes the economic 

as only one of the sets of institutional processes in which humans are involved in order 
to meet some of their basic and perceived needs. The `economic' usually refers to the 

cluster of guiding principles and relationships involved in the human activity associated 

with organization of work and production of the goods and services required to sustain 

and enhance life. Economic policies-the policies which "shape the management of 

resources, the organization of work and production, and the exchange and distribution 

of goods and services"-are merely one cluster of social policies2 rather than 

2 Gil's definition of social policies: 
Social policies are guiding principles for ways of life, motivated by basic and perceived human needs. 
They were derived by people from the structures, dynamics, and values of their ways of life, and they 
serve to maintain or change these ways. Social policies tend to, but need not, be codified in formal 
legal instruments. All extant social policies of a given society at a given time, constitute an 
interrelated, yet not necessarily internally consistent, system of social polices (1992). 
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comprising a separate policy domain. For Gil, economic relations and policies are just 

one set of social relations and social policies; `the economic' is part of `the social'. 

With the development of capitalist economic institutions, economic policies 

were gradually separated from social policies and stopped being seen as means toward 

social ends. 

The separation of economic from social policies emerged gradually, over several 
centuries, along with the development of capitalist economic institutions, and seems to 
have reinforced these institutions and their ideology. As a consequence, economic 
polices and activities came to be regarded widely not as means toward social ends, but 
as ends in themselves... p 38). 

The `social' became seen as the institutional processes related only to 

reproduction, socialization, and social control; and, social policy was limited to that 
domain. 

He points out that conceptually separating economic policies from social 

policies results in "a view of economic activities as disassociated from human needs, 

social values, and social purpose" (p 38). Gil underlines the crucial role played by the 

economic "ways of life" when he points to their influence on circumstances and quality 

of life, social relations and distribution of social power. 

... economic policies and activities came to be regarded widely not as means toward 
social ends, but as ends in themselves, subject to supposedly self-evident, "natural" 
laws. Economic growth, measured by increases of the GNP, is now widely accepted as 
desirable, regardless of the type, quality, and social significance of the goods and 
services included in the GNP (or excluded from it, e. g. parental child care), without 
much concern for the extent to which the distribution of goods and services meets the 
basic needs of people, and with little allowance for hidden costs and "dis-benefits" 
which are often unintended by-products of economic activities (pp 38-39). 

Social policies operate through the following essential institutional processes and their manifold 
interactions: 
a. Development, management, and conservation of natural and human treated resources; 
b. Organization of work and production of life-sustaining and life-enhancing... goods and services; 
c. Exchange and distribution of life-sustaining and life-enhancing goods and services, and of 

social, civil, and political rights and responsibilities; 
e. Governance and legitimation; 
f. Reproduction, socialization, and social control, 
Through the operations and interactions of these essential institutional processes, social policies shape 
the following linked outcome variables of ways of life: 
a. Circumstances of living of individuals, groups, and classes; 
b. Power of individuals, groups, and classes; 
c. Nature and quality of human relations among individuals, groups, and classes; 
d. Overall quality of life (Gil, 1992, pp 24-25). 
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According to policy theorists such as Gil, the dominant policy perspective relegates 

non-economic social policies to a very residual place in policy-making, "dealing merely 
in a reactive and ameliorative fashion with the fallout problem of economic policies" (p 

10). 

Since most of our economic relations are based on private ownership and market 
imperatives, aside from very limited, and diminishing, state regulation of market forces, 

most economic policy determination is outside the public domain. If we think of 
`political' according to the colloquial phrase "who gets what, when and how", 

influencing that determination is even outside most citizens' very limited form of input, 

namely via representational democracy. While this `economic' policy domain is 

primarily out of the reach of most people's influence, it has a huge impact on most 

people's lives. 3 

Gardell (1976), from the field of work psychology, reaches very similar 

conclusions as a result of his and others' empirical research on workers' experience at 

work and its relationship to "non-work" activities. He concludes that: "traditional ways 

of organizing work in industrialized societies are in conflict with basic human needs 

related to creativity, influence, and growth" (p 885). He therefore insists that 
"developments in the job world must be subordinated to social policy and to human life 

goals" (p 901). 

2.2.2 Literature about the Inter-Relatedness of `Domestic', `Traded' and 
`Community' Spheres 

Another part of Gil's (1992) theory of social policy that pertains to spillover is 

his premise that the guiding principles which shape relations in various spheres are 
interrelated but not necessarily consistent with each other (p 24). This is relevant to the 

subject of spillover of experiences from one sphere of people's lives to the other spheres 
in which they live. This thesis posits that as guiding principles in the Algoma Steel 

Workplace changed some workers used or attempted to use the new principles to guide 
their ways in other life spheres, while others did not, and to varying degrees. 

3 This separation of the economic from the socio-political as part of the liberal conception of the political 
is criticized by democratic theorists such as Pateman (1982) and Mason (1982). Liberalism, they point 
out, considers the political to be solely related to government/state matters or the ̀ public sphere' while all 
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Many contemporary feminist theorists use the concept of 'spheres'-private and 

public-to differentiate between and address the inter-relatedness of the two primary 

sites of people's lives. They expose the gendered character of the division of labour, 

with men being considered primarily responsible for being breadwinners in the public 

sphere and women considered primarily responsible for the unpaid domestic work in the 

private sphere. Frustrated with a two-sphere model, Moore Milroy & Wismer (1994) 

have developed a three-sphere model (see Fig. 2.1). Reitsma-Street and Neysmith 

(1999) describe their model as follows: it includes three spheres of work: community 

care work which "encompasses volunteering, neighbourliness and civil action"; 
domestic work "that includes mothering work, personal services, housework"; and 

traded work "in which people exchange their labour, time and skills for wages" (p 147). 

Moore Milroy & Wismer demonstrate the interdependence and meshing of the work 
done in the three spheres as well as the cross-fertilization between and among them. 
The spillover effects identified in the ASI research fall within and between all three 

spheres of this model. 

Figure 2.1: Assemblage of Domains of Work 
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Source: Moore Milroy & Wismer (1994), p 85 

The empirical evidence of the existence of spillover from the New Algoma 

(presented in Chapters 5 and 6) is consistent with theoretically conceptualizing the 

economic and the social as inseparable, all in fact part of the social relations and 
interaction of people in various sites of their lives. 

other societal matters, including the economic and domestic, are in the `private sphere' and not 
considered to be political. 
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2.2.3 Health Policy Literature: Determinants of Health 

One speciality area of social policy literature is that pertaining to health policy. 

An important and growing part of health policy literature is based on research into the 

determinants of health. It reveals important information about spillover effects from the 

`economic sphere' in terms of health. The most obvious is the research about the 

effects of unemployment. Clearly, the primary reason that the workers of Algoma Steel 

decided to become worker-owners was to remain employed. In addition to saving their 

own jobs, however, the new employee-owners automatically preserved many other jobs 

in Sault Ste. Marie and district which exist because of the economic multiplier effect of 

the plant's continued existence. Many epidemiological studies have shown the negative 

effects on people's health as a result of being unemployed. Nurturing Health: A 

Framework on the Determinants of Health (1991), a report by the Ontario Premier's 

Council on Health Strategy, states: 

A review of the research on unemployment and health completed for the World Health 
Organization (WHO) found that: 

High levels of unemployment and economic instability cause a significant increase in 
the levels of mental ill health and also have adverse effects on the physical health not 
only of the unemployed but also of their families and the community in general (p 7). 

The report outlines in detail the research, from many countries, upon which that 

conclusion is based. 

In addition to employment status, another of the primary determinants of health 

is work hierarchy and the organization of work. Whether or not employees can 

participate in decision-making and where they are situated in a workplace hierarchy has 

been shown to seriously affect their health: 

The lifespan and the health of an individual worker is linked to his or her location in the 
job hierarchy and to associated factors such as degree of authority, freedom to make 
decisions and level of social support in the workplace (p 7). 

Finally, social relations and social support are identified as an important 

determinant of health. Referring to Nurturing Health, Armstrong and Armstrong 

(2003) state: 

As the Ontario report points out, study after study has demonstrated that social relations 
and social support are critical to health. Interpersonal contacts and recognition as a 
person count in health terms (p 13). 
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Given the fact that the creation of the New Algoma was undertaken in order to 

keep the city's biggest employer alive, to attempt to create a more democratic 

workplace (by reducing hierarchy, increasing worker participation in decision-making) 

and to encourage teamwork through enhanced social relations, the literature about these 

three determinants of health provides important contextual information in relation to 

this study of spillover effects. 

2.2.4 Literature About Community, Social Capital and Social Networks 

Community 

Since the subject of this inquiry is spillover from workplace to life in 

communities outside work, literature about the study of community, including social 

capital, has helped to inform the thesis' conceptual development. 

An examination of the concept of community was an important starting point in 

the spillover project. Fairly early on in the research process, one of the members of the 

core research group stated: 

You are going to have to define what you mean by `community' if we are going 
to study spillover into the community (co-researcher 3). 

The co-researchers and I were very conscious of the fact that the expression "the 

community" actually refers to a myriad of different interests and identities within the 

geographic area of Sault Ste. Marie and district in which Algoma Steel employees live. 

Walker (1990) aptly expresses this concern in her following reflection on `community': 

The notion of community, when presented in the neutral, objective, apolitical, 
ahistorical manner of ideology, obscures under the guise of individual and group 
interests the whole network and structuring of people's lives in terms of class, gender 
and racial features that are embedded in particular relations of production. It also 
depoliticizes issues, or excludes those which are unequivocally political in nature (p 
42). 

The notion of community on which this thesis is based sees community 

consisting of different components, with overlapping as well as conflicting interests. 

These include communities of identity (Hoggett, 1997, p7) or the social dimension of 
`community' (Atkinson and Cope, 1997, p 202). While it is not always the case, 

community in this study also has a spatial aspect-Sault Ste. Marie and district. These 

two dimensions-social and spatial-commonly involved in defining community are 

summarized by Burns, Hambleton and Hoggett (1994): 
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Communities of interest reflect the common material concerns or characteristics of their 
members and/or the issues of common interest around which they group... 
Communities of place can be thought of as a particular kind of imagined 
community... territorial communities [or] ... area-based communities (p 227). 

The `communities of identity or of interest' generally correspond to the broader 

structural/societal landscape-with the way society is structured by class, gender and 

race, as well as according to other features. 

As a result of these different dimensions to community, it is a concept which 

refers to both unifying and conflicting aspects. Burns, Hambleton and Hoggett describe 

this duality: 

On the one hand, community is a unifying concept, the expression of common interest, 
solidarity, integration and consensus... On the other, community is not a singular 
concept but in reality represents a mere umbrella under which shelter a multitude of 
varying, competing and often conflicting interests (p 224). 

This view of `community' is encapsulated in the following statement by Brent: 

"Community is as much about struggle as it is about unity" (1997, p 83). 

Wenger's (1998) concept of communities of practice is of particular relevance 
for an inquiry into spillover of increased participation in a workplace. It assumes that 

participation in social practice is the process by which people such as the employees in 

the New Algoma learn and develop their identities. Communities of practice exist in all 
social settings---not just the workplace. They occur everywhere and we all belong to 

them-"(a)t home, at work, at school, in our hobbies-we belong to several 
communities of practice at any given time. And the communities of practice to which 
we belong change over the course of our lives" (p 6). 

People form `communities of practice' as they pursue activities together over 
time. Communities of practice have three dimensions: mutual engagement of the 

participants, negotiation of a joint enterprise that keeps the community of practice 
together, and the development of a shared repertoire (p 73). `Mutual engagement' 
means that being part of a community of practice is more than just belonging to a group, 
team or network. "A shared practice... connects participants to each other in ways that 

are diverse and complex.... 
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[M]utual relations among participants are complex mixtures of power and dependence, 
pleasure and pain, expertise and helplessness, success and failure, amassment and 
deprivation, alliance and competition, ease and struggle, authority and collegiality, 
resistance and compliance, anger and tenderness, attraction and repugnance, fun and 
boredom, trust and suspicion, friendship and hatred. Communities of practice have it 
all (p 77). 

Wenger observes that our communities of practice can both "give rise to an 

experience of meaningfulness" and conversely, they can "hold us hostages to that 

experience" (p 85). They can lead to creative achievements as well as inbred failures, 

to resistance to oppression or its reproduction (p 85). 

Participation and boundaries, concepts central to this social theory of learning, 

are particularly pertinent for the study of spillover of increased workplace participation 

and its spillover effects in life outside work. Participation for Wenger is "the social 

experience of living in the world in terms of membership in social communities and 

active involvement in social enterprises" (p 55). It suggests both action and connection 
in a complex process of doing, talking, thinking, feeling, and belonging (p 56). Of 

interest in relation to some of the spillover of participatory ways and values across 

workplace boundaries identified in chapters 5 and 6 is Wenger's notion of the `identity 

of participation': 

a defining characteristic of participation is the possibility of developing an `identity of 
participation', that is, an identity constituted through relations of participation (56). 

Referring to a community of practice of claims processors working for a health 

insurance firm, Wenger describes the spillover between the various communities of 

practice in which the claims processors participate: 

Claims processors are not claims processors just while they work in the office. Of 
course, that time of intense engagement with their work and with one another is 
especially significant. But they do not cease to be claims processors at five o'clock. 
Their participation is not something they simply turn off when they leave. Its effects on 
their experience are not restricted to the specific context of their engagement. It is a 
part of who they are that they always carry with them and that will surface if, for 
instance, they themselves happen to go to the doctor, fill out an insurance form, or call 
a customer service center. In this sense, participation goes beyond direct engagement 
in specific activities with specific people. It places the negotiation of meaning in the 
context of our forms of membership in various communities. It is a constituent of our 
identities. As such, participation is not something we turn on and off (p 57). 

Boundary is another concept in Wenger's communities of practice theory with 

relevance for a study of spillover. He emphasizes that communities of practice are not 

31 



to be seen in isolation from the rest of the world. Their histories include histories of 

connection and articulation with the rest of the world. Clearly this is exemplified by the 

inseparability of Algoma Steel and the world outside its walls. According to Wenger 

people can participate in multiple communities of practice simultaneously. One form of 

connection between communities is `brokering' or the "use of multimembership to 

transfer some element of one practice into another" (p 109). He gives the following 

example: 

Employees at companies that have strict safety programs often bring their learning 
home and make their understanding about safety part of family practice-for instance, 
noting exit signs or wearing protective glasses (p 109). 

For the spillover project a useful concept with regard to boundaries is `overlaps'. 

`Overlaps' are a form of practice-based connection that results from direct and on-going 

overlap between two practices. Overlapping communities of practice for some ASI 

workers were their participation in a self-directed work group at Algoma Steel as well 

as participating in a community of practice made up of soccer coaches. 

Social Capital/ Social Networks 

Since many of the changes being introduced to Algoma Steel from 1992 to 1998 and 

which spilled over outside the plant involved increased social interaction, the literature 

on social capital provides useful insights for this thesis. Social capital refers to such 
features of social organization as networks, trust and reciprocity which lead to 

cooperation for mutual benefit. Putnam (1993) describes it as follows: 

By analogy with notions of physical capital and human capital-tools and training that 
enhance individual productivity-social capital refers to features of social organisation 
such as networks, norms and trust that facilitate co-ordination and co-operation for 
mutual benefit. Social capital enhances the benefits of investment in physical and 
human capital (p 1). 

Putnam's (2000) analysis of social capital examines amyriad of spillover effects, in 

relation to areas such as health, education and child welfare, economic prosperity, safe 

neighbourhoods, which occur when there are connections among individuals or in his 

words when `social capital' exists. The spillover effects of social capital for education 

and children's well-being, for example, are based on corelational research. In Putnam's 
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words: "across the various Kids Count4 indicators, social capital is second only to 

poverty in the breadth and depth of its effects on children's lives" (2000, p 297). 

Putnam differentiates between two types of social capital. `Bonding social 

capital' is inward looking and tends to reinforce exclusive identities. It serves as a 

social glue. `Bridging social capital' involves outward looking networks encompassing 

people "across diverse social cleavages" and can serve as linkage to external assets and 

information diffusion (2000, p 22). 

A. concept which is central both to social capital/community development and 

to this thesis is social networks. They are considered to be the essential feature of social 

capital from which arise its other aspects such as trust, reciprocity and shared values. 

Gilchrist (1995, p 2) defines a network as 

the set of relationships between people who have direct and indirect connections with 
each other. Networks might be very loosely organised around friendship or kin groups, 
with only informal 'rules' of interaction. Alternatively, networks can be quite formally 
structured, with a written constitution and democratically agreed aims. Networks offer 
a means of initiating and sustaining contacts between individuals and groups, without 
necessarily requiring the formality of meetings, official membership or a constitution. 

Granoveter's (1973) social network theory distinguishes between `strong' and 

`weak' ties. `Strong' ties are those involved in close relationships with family, friends 

and neighbours. They contribute to `bonding social capital'. `Weak' ties describe the 

relations with people such as acquaintances and colleagues and result in `bridging social 

capital'. 

While both kinds of ties are important in community and social development, 

Granovetter (1973) and social capital theorists such as Putnam (2000) draw 

considerable attention to the often overlooked role of `weak' ties. Whereas ̀ stronger', 

`bonding' ties linking us to relatives and close friends can give us considerable 

emotional support and stability, `weak' or `bridging' ties linking us to acquaintances in 

different circles from our own are "better for linkage to external assets and for 

information diffusion" (Putnam, 2000, p 22). Granovetter's (1973) research found that 

`weak' ties with people outside one's circle of close friends and relatives are more 

useful than `strong' ties when looking for information about job openings, for 
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example. Gladwell (2000) elaborates this point: 

Your friends, after all, occupy the same world that you do. They might work with you, 
or live near you, and go to the same churches, schools, or parties. How much, then 
would they know that you wouldn't know? Your acquaintances, on the other hand, by 
definition occupy a very different world than you. They are much more likely to know 
something that you don't. To capture this apparent paradox, Granovetter coined a 
marvelous phrase: the strength of weak ties. Acquaintances, in short, represent a source 
of social power and the more acquaintances you have the more powerful you are (p 54). 

Furthermore, while `strong' ties are often between people who share cultural 

characteristics, weak ties are more likely to cross ethnic and even class lines, making 

them more `outward looking' (Putnam, 2000, p 22). This makes the development of 
`weak' ties very important for the purpose of building more democratic, socially 
inclusive societies which respect diversity. 

As illustrated in chapters 5,6 and 8, Algoma Steel spillover effects were 
identified in association with both informal and formal networks as well as with 

networks characterized by both `strong' and `weak' ties or `bonding' and `bridging' 

social capital. 

While the literature about social capital provides a very helpful way of thinking 

about those aspects of social interaction which can contribute to social development, I 

do have some concerns with the terminology and concepts. Some of those concerns 
have been clearly articulated by authors such as Portes and Landolt (1996), de Souza 

Briggs (1997) and Putnam himself (2000). Social capital can be exclusionary, ignore the 

value assumptions underpinning its usage and even be directed toward oppressive, 

antisocial purposes. Furthermore, using the analogy of capital in referring to human 

capital and social capital plays into commodification thinking. It has the effect of 

semantically commodifying social behaviours and values such as caring, trust, 

relationships, mutual aid and reciprocity. For these reasons, use of social capital 
terminology in analyzing social transformation should be accompanied by an awareness 

and examination of the underlying value assumptions. Rather than `social capital' I 

prefer to use the concept of caring capacity used by the Independent Commission on 
Population and Quality of Life (1996). The caring capacity literature replaces the words 
`capital' and ̀ investment' with `reservoirs of care' and ̀ interdependence': 

4 The Kids Count index is a popular measure of child well-being published annually by the Annie E. 
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The Commission believes that we must transcend the narrow approach to the 
material basis of survival and move to establish a psychological, spiritual, and political 
capacity to care for each other as one of the essential determinants of progress and 
survival. The ability to care, which defines us as human beings, is the cement of 
society. We need now to explore if and how our `reservoirs' of care can sustain us. No 
vision becomes real, nor can it gain momentum, if there is not a main thread stitching 
together relationships at all levels of experience.... 

Care, a commonplace term, reflects simple thoughts and emotions, enabling 
humans to tend Nature, to be actively concerned for one another, to hold society 
together. It is care that describes attitudes and actions acknowledging that human 
beings and their communities and nations are interdependent-that no one is isolated 
but is aware of `otherness'.... Caring is the opposite of indifference, and thus further 
implies communication and a give-and-receive partnership (pp 115-117). 

Many of the spillover effects identified in the research can be considered as forms of 

caring. Social capital theorists would refer to them as components of social capital. 
Both concepts will be used in the analysis of the research findings. 

2.3 Literature about Workplace as an Institutional Setting that Influences 
People's Lives Both Inside and Outside the Workplace 

Americans spend much of their adult lives within the workplace, an institutional setting 
that helps shape the possibilities of life by structuring one's life space in significant 
ways. (Peterson, 1992, p 511) 

2.3.1 Adult Socialization Literature 

Part of the literature concerning effects of the `economic sphere' on the `socio- 

political sphere focuses more specifically on the spillover effects of the `workplace' 

aspect of the `economic'. Some of the literature about workplace spillover is based on 

more general adult socialization theory and empirical research about the relationship 
between people's experience and learning in one sphere or site of their lives and their 

attitudes and behaviours in other spheres-with particular emphasis on political 

socialization and citizen competence. 

Almond and Verba's research (1963) has been widely cited in the literature 

about adult socialization. It studied the effects of experience in various spheres on each 

other-particularly, how experiences of family, education and work culture affect 
5 attitudes with regard to the formal political spheres 

Casey Foundation (Putnam, 2000, p 296). 
SI am using the descriptor `formal' with `political sphere' to avoid suggesting that there is a particular 
political sphere. As Mason (1982) points out, the political must not be seen as a sphere, but as "activity 
related to group decision making" (pp 67-69) in any setting. 
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Since Almond and Verba's Civic Culture (1963), other contributions to the 

literature about adult socialization, including literature about the role of workplace 

experience in that socialization, include work by Moore (1969), Lafferty (1985,1989), 

Kohn (1977), Peterson (1992), Sigel and Hoskin (1977), Kohn and Schooler (1983), 

Sigel (1989), Renshon (1977), Sobel (1993), Verba, Schlozman and Brady (1995), 

Soltan (1999a, 1999b) and Elkin (1999). 

Lafferty (1989, p 102) comments on the dearth of studies about the workplace as 

a setting for political socialization in particular and for socialization in general. He 

points out that "even the specific treatment of `adult socialization' in the International 

Encyclopedia of the Social Sciences (Brim, 1972) makes no mention of work as a 

socializing agent" (133n). That having been said, there is a respectable body of 
literature, from a variety of orientations, that has studied workplace 

effects-theoretically and empirically. 

Moore (1969) stressed the importance of work for adult socialization. Mason 

(1982) quotes him in this regard: 

In modernized societies, occupation represents a central place in life organization for a 
vast majority of adult males and a substantial minority of adult females. In temporal 
terms, occupation is challenged only by the family as the major determinant and locus 
of behavior.... In view of this over-arching significance of occupation in the life of 
modern man and woman, it is surprising that occupational socialization appears not to 
have excited scholarly interest proportional to its importance. (Moore, p 861 quoted by 
Mason, pp 83-84) 

Sigel and Hoskin (1977) argue that a person's work/occupation has important 

political implications in terms of his or her outlook, ways of life, social status, identity 

and access to political power and its outcomes: 

... the work an individual does remains the largest single focus of his life... work shapes 
his outlook (his beliefs and ideologies), his habits and life style, his status in society, 
and-sadly enough-often `his appreciation of himself (p 271). 

Sigel and Hoskin (1977) are particularly interested in the process by which, and the 

conditions under which, adult socialization occurs. Of relevance for this thesis are their 

conclusions that adult socialization takes place when people learn new ways of 

thinking, feeling, and behaving in order to cope with new demands such as those in 

conjunction with new roles they have to perform (p 289); that socialization should be 
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studied as a process rather than a product (p 291); and, that the study of adult 

socialization has to consider the social context in which it takes place (p 292). 

Sigel's (1989) critical review of the political socialization literature points out 

that until the mid 1970s the focus was almost entirely on childhood and adolescent 

political socialization with the assumption that early learning would persist into and 
during adulthood. A further characteristic of the early socialization literature was 

neglect of "the particular historical or structural settings in which socialization takes 

place" (p viii). She contrasts this perspective with that of authors, such as Hoskin, 

Lafferty, Renshen and Sigel, who take a life span, developmental approach (p x). These 

authors see learning and development as a lifelong process rather than being completed 
by adulthood. Secondly, they consider learning to be very dependent on the social 

setting in which it occurs and try to identify the conditions conducive to change and/or 

continuity. Thirdly, they see socialization as "an interactive process by which persons 

are influenced by their environment and in turn influence'the latter" (Sigel, 1989, pp 

viii-ix). These three themes clearly pertain to the present thesis. 

The work of Verba, Schlozman and Brady (1995) falls within the life span, 
developmental approach school. They have developed a model of "the process by 

which citizens come to be active in politics" called the Civic Voluntarism Model. 

According to their model, participatory process. rests upon two main factors: the 

motivation and the capacity (or resources) to take part in political life. Motivation refers 

to interest in politics and public issues, a belief that participation can make a difference 

and knowledge of the political process. Capacity or resources refers to time to take 

part, money to contribute to political campaigns and courses and skills to use resources 

effectively. They also point to a third factor: the networks of recruitment which are the 

networks through which people are mobilized to politics (p 16). "Those who have both 

the motivation and the capacity to become active are more likely to do so if they're 

asked" (p 3). Applying this model to their empirical data, they show the formative 

importance of the non-political institutions such as family, school, workplace and 

religious institutions, in influencing people's motivation and capacity for civic 

participation: 

We show that both the motivation and the capacity to take part in politics have their 
roots in the fundamental non-political institutions with which individuals are associated 
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during the course of their lives. The foundations for future political involvement are 
laid early in life-in the family and in school. Later on, the institutional affiliations of 
adults-on the job, in non-political organizations, and in religious institutions-provide 
additional opportunities for the acquisition of politically relevant resources and the 
enhancement of a sense of psychological engagement with politics (pp 3-4). 

Soltan (1999a, 1999b) provides a perspective, not usually found in mainstream 

political socialization literature, which also has relevance for this thesis. Writing about 
civic competence, Soltan shows how the `morality of care'-much studied in feminist 

theory-is applicable to the concept of citizenship (1999a, p19): 

A citizen is someone who cares about how well the political institutions work in his or 
her society. Such a citizen wants to make these institutions the best they can be-and 
the specific competences of an ideal citizen follow from this commitment (1999a, p 
15). 

Citizen competence in this sense would include caring attitudes as well as the skills that 

could apply those attitudes (p 20). Elkin (1999) writes about the relationship between 

what Soltan calls a `morality of caring' and `public-spiritedness'-a concept which is 

part of the spillover hypothesis referred to below in section 2.4.2. In Elkin's words: 
"Public-spiritedness is related to what Soltan calls a morality of caring. If we are public- 
spirited, we not only believe that there is a public interest but also that we should make 
an effort to see that it is served" (p 387). 

2.3.2 Alienation and Human Development Literature and Origin of `Spillover 
Hypothesis' 

Literature addressing the problem of alienation and human development is a 
second grouping of literature about workplace as a setting influencing people's lives. 
Greenberg (1986) and Mason (1982) summarize important contributions to this 
literature. They each present Marx's position on alienation as it affects life in and 
outside the workplace. Under industrial capitalism "the organization of production had 

separated the worker from him or herself and from the product: he no longer used 
creative skills, had no control over what was produced, nor could determine how to 

produce" (Greenberg 1986, p15). When a person becomes separated from his work, 
this affects other areas of his life as well. "He not only becomes alienated from work 
life and the things he produced, but becomes alienated from other people, his potential, 
and even himself' (Mason, p 118). Greenberg also outlines MacPherson's contribution 
to the alienation literature. MacPherson saw alienation as "a state of existence that 
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thwarts the development of human capacities" (Greenberg, 1986, p16). 

Mason's discussion of the alienation literature is part of his extensive review of 

authors who, have theorized about the importance of work for people's well being and 

development. This includes work by historic thinkers as diverse in their orientations as 

Rousseau, Saint-Simon, Fourier, Owen, Proudhon, Kropotkin, Ruskin, Morris, Thoreau, 

Jung, Reich, Fromm and Camus. He then presents the views of more contemporary 

authors-Blauner, Zweig, Georges Friedman, Wilensky, Meissner, Sheppard and 

Herrick, Korman, Kornhauser and Weil, who write about (a) the centrality of work as a 

means of expression and as part of human development and (b) the consequences of 

work designed as if this were not the case. Mason lets Weil's words conclude his 

examination of these writers' views about the debilitating effects of `bad work': 

No society can be stable in which a whole stratum of the population labors daily with a 
heart-felt loathing. This loathing for their work colors their whole view of life, all of 
their life (Weil, 1977, p 71 in Mason, 1982, p 133). 

It was in the context of this more contemporary literature about workplace 

effects on people's lives that the concepts `spillover effects' and `spillover hypothesis' 

originated. According to Mason, Wilensky (1960) was the first to formulate the two 

rival hypotheses: the "spillover" hypothesis which "predicts that the characteristics of 

the workplace experience will spill into an individual's non-working life", and the 

"compensatory" hypothesis which predicts that if a person's work life is unfulfilling, he 

or she will compensate for it in his or her leisure and family activities (Mason 1982, p 
128). These hypotheses were tested by Meissner (1971) using a random sample of 
Canadian forest industry workers in a small factory town. His findings support the 

spillover hypothesis rather than the compensatory one. He concludes: 

The design of industrial work creates or prevents opportunities for the development or 
maintenance of discretionary and social skills... 

When work is socially isolating, workers reduce their exposure to situations in 
which they have to talk, and also spend less time in organized and purpose-directed 
activities... (p 260). 

In Gardell's (1976) survey of the research about the effects of workplace organization 

and design on life in and outside of work, "spillover effects" (e. g. effects on family life, 

level of integration in political and community life) and "repercussions" (on mental and 
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physical health) are two of the types of effects identified (p 888). These include the 

kinds of effects discussed in the ASI spillover research. 

Finally, Staines (1980) provides a comprehensive review of research with regard 

to the "spillover" versus "compensation" hypotheses debate. He concludes that overall 

there is more empirical support for the spillover hypothesis than the compensatory one: 

Data from relevant studies support the notions of spillover and compensation under 
different conditions but, overall, offer more evidence of spillover than compensation. 
Support for spillover, for example, is reflected in the positive correlations between 
general types of activities in nonwork. Support is also shown in the positive 
correlations between subjective reactions to work and to leisure and family life. The 
most important exceptions to this pattern of spillover concern physical effort on the job. 
Workers who expend a relatively great amount of physical effort at work are less 
involved in nonwork activities and less likely to be physically active away from their 
jobs (p 111). 

2.4 Literature About Spillover From More Democratic Workplaces 

This literature review has been narrowing its focus by starting with spillover 

effects from what is called the overall `economic sphere', moving to a focus on 
literature about workplace spillover, and will now look more specifically at literature 

about the spillover effects of more democratic workplaces. While there are many 

changes in labour management relations which can have positive social impacts or 

spillover effects for people's and communities' health and well-being, this thesis is 

looking specifically at those coming from worker ownership at Algoma Steel. It has 

been informed by theoretical and empirical work written in relation to spillover from 

workplace democratization efforts. 

2.4.1 Categorization of the Literature According to `Schools of Thought' 

Greenberg (1975) has provided the most comprehensive categorization of 

proponents of workplace participation in relation to, among other aspects, what can be 

called its "spillover" benefits. Greenberg divides the literature about worker 

participation into that which comes from the following schools of thought: 

management, humanistic psychology, the participatory political left and democratic 

theory. Authors from these schools make differing claims as to the effects of worker 

participation on individual workers and its broader social and political consequences. 
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Management proponents claim that worker participation enhances morale, 

efficiency, enthusiasm for work, identification with enterprise goals, decreases 

absenteeism, sabotage and strikes. The result is improved industrial efficiency, stability 

and productivity (Greenberg 1975, p 206). The benefits claimed by the management 

school are primarily to the workplace itself. The only spillover claims it makes relate to 

reduction of social instability caused by widespread worker alienation. As Greenberg 

puts it: 

Though most attention is given over to the impact of labor troubles on 
productivity and profits, a subordinate but important minor theme of the 
management literature is the threat of widespread alienation to social stability 
itself. These threats get expressed in a variety of ways (crime, drug usage, etc. ) 
but most importantly in support for what are seen as extremist political leaders 
(p 193). 

The beneficial spillover effects for life outside the workplace remain very secondary to 

their primary goals in increasing worker participation: productivity, efficiency and 

profitability (p 194). 

Humanistic psychology claims worker participation enhances mental health, 

increases sociability and co-operation, decreases hostility and anxiety and increases 

maturity, independence, self-confidence and sense of responsibility. The result is: (a) 

improved industrial efficiency, stability and productivity, (b) creation of a healthier 

workforce, and (c) decreased support for extremist political movements (Greenberg, 

1975, p 206). Examples of the authors within this school are Argyris, Wilpert, 

Blumberg, Kornhauser, Maslow. 

In her classification of advocates of industrial democracy, Kiloch (1986) shows 

the overlap in arguments between the managerial school and the `human relations' 

school of industrial psychology. Since the `human relations' school of industrial 

psychology views human motivation in terms of a hierarchy of needs, with self- 

actualization being at the top, problems such as absenteeism and low productivity are 

seen as results of inadequate worker consultation and authoritarian management. For 

this school, the goal of industrial democracy is not to achieve real power sharing, but to 

meet individual psychological needs and improve group dynamics in order to "improve 

job satisfaction and thence job performance and efficiency" (p 16). 
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Literature from this school shows a concern for human development. It points 

out the incongruity between the way modem workplace organizations are organized and 

the psychological need of mature adults. As Greenberg (1975) states, they therefore 

support a theory of human development which holds forth a vision of what people 
might become in social settings where work itself is reorganized, and where 
participation in decision-making becomes an important part of that reorganization 
(1975, p 195). 

Democratic theorists claim worker participation increases workers' knowledge 

and interest in public affairs, public-spiritedness at the expense of private self-interest, 

rationality rather than emotionalism in decision-making, tolerance for others' 

viewpoints and facility in use of democratic skills. The result is: (a) a more democratic 

society and (b) development of a civic minded citizenry (Greenberg, 1975, p 207). 

Pateman wrote Participation and Democratic Theory (1970), now considered a classic 
in democratic theory, in which she posits that the educative function of participation and 
the crucial role of workplace democracy are central to the theory of participatory 
democracy. 

The participatory left or democratic left claim that worker participation 
develops a healthier human personality (similar to the humanistic psychology claims), 
enhances productive skills and collective efforts, radicalizes and increases criticism of 
the capitalist system, increases desire for worker control over higher levels of economic 
activity, increases self-confidence of workers as members of an active working class 
and increases disagreement with bureaucratic centralization and hierarchy. This can 
result in non-elitist, mass-based revolution (Greenberg, 1975, p 207). According to 
Greenberg (1986) the democratic left has based these expectations for workplace 
democracy primarily upon the following three intellectual/political traditions: "that 
literature addressing the problem of alienation and its alleviation; that which is 

concerned with the encouragement of participatory democracy; and that which has 

searched for radical but popular-democratic strategies for the overthrow of capitalism" 
(p 15). 

While the contribution of socialist feminism has resulted in major theoretical 

and experiential consequences for the democratic left in general, there has been very 
little specific literature on workplace democracy and its effects written by feminists. 

Feminists have written about the patriarchal character of capitalism in general and 

workplaces in particular, including the gendered division of labour (Pateman, 1982, 

42 



1983,1988a, 1988b, 1998; Waring, 1988; Henderson, 1991; Gibson-Graham, 1996; 

Gilligan, 1982; Baines et al 1998; Williams, 1989); but, there has been very little 

feminist focus on efforts to democratically transform (in terms of ownership and 

decision-making) male dominated workplaces and the consequences of those efforts 

outside the workplace. One of that rare group of feminists investigating workplace 
democratization of decision-making and ownership is Wajcman (1983), but her subject 
is the efforts made by the female workforce to turn their shoe factory into a co- 

operative. The feminist theoretical concepts of non-hierarchical structure and the 

undervalued or invisible relational work (Fletcher, 1996) that is so important in 

workplace relations (especially in developing co-operative relations in more democratic 

workplaces and its spillover effects), seems to be absent from the workplace democracy 

and spillover literature. 

2.4.2 - Literature about Spillover of Skills and Ways from Participatory and 
Worker Owned Workplaces to Life Outside 

Theoretical work 

Pateman (1970,1982,1983,1998), Greenberg (1975,1986), Mansbridge (1980,1999), 

Lafferty (1989) and Mason (1982) are the primary present day democratic political 

theorists, writing within the spillover literature, who have synthesized and built on 

earlier theorists of the traditional democratic theorists such as John Stuart Mill, Jean- 

Jacques Rousseau, John Dewey, and G. D. H. Cole. Participatory democratic theorists, 

both traditional and present day, believe that participatory decision making within all 

social institutions is both necessary and morally right. Describing this position, 
Greenberg states: "Participatory democracy... forms the basis for an educated and 
efficacious citizenry, represents the' fulfilment of the democratic idea, and embodies the 

essential foundations of the good söciety" (1986, p17). A very different view was 
developed by modem liberal democratic and pluralist democratic theorists such as 

Schumpeter, Berelson, Dahl, Sartori and Eckstein who contend that participatory 
democracy is unrealistic and undesirable given human imperfection. The liberal 

pluralist democrats therefore consider elections, representative governance and group 
bargaining to be the means best suited to the level of democracy they value (Greenberg 

1986, ppl7-18). Pateman (1970) aptly summarizes the liberal, pluralist democratic 

theorists' conception of democracy: 
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In the theory, `democracy' refers to a political method or set of institutional 
arrangements at national level. The characteristically democratic element in the method 
is the competition of leaders (elites) for the votes of the people at periodic, free 
elections.... 

Certain conditions are necessary if the democratic system is to remain stable. 
The level of participation by the majority should not rise much above the minimum 
necessary to keep the democratic method (electoral machinery) working; that is, it 
should remain at about the level that exists at present in the Anglo-American 
democracies (p 14). 

In contrast to the liberal democratic position, Pateman (1970) builds on the idea 

from traditional participatory democracy theory that people learn to participate by 

participating and this experience is more likely to give them the confidence to 

participate in various settings of their lives: 

... the evidence supports the arguments of Rousseau, Mill and Cole that we do learn to 
participate by participating and that feelings of political efficacy are more likely to be 
developed in a participatory environment (p 105). 

She elaborates on the process by which people learn to participate democratically. By 

participating in the decisions in their daily work they learn and develop attitudes, 

psychological qualities and practice in democratic skills. She calls this the `educative 
function' of participation: 

The existence of representative institutions at national level is not sufficient for 
democracy; for maximum participation by all the people at that level socialisation, or 
`social training', for democracy must take place in other spheres in order that the 
necessary individual attitudes and psychological qualities can be developed. This 
development takes place through the process of participation itself. The major function 
of participation in the theory of participatory democracy is therefore an educative one, 
educative in the very widest sense, including both the psychological aspect and the 
gaining of practice in democratic skills and procedures (p 42). 

Learning the ways and skills of democratic decision-making result in the workers 
developing "a personal sense of political competence and efficacy which should in turn 

motivate them toward more active political citizenship" (Lafferty, 1989, p118). On this 
basis, Pateman suggested that democratization of workplace authority structures would 
"spill over beyond the workplace to reinforce greater participatory democracy instead of 
democratic elitism" (Elden, 1981, p 43). 

She emphasized in her 1970 classic, as well as in subsequent publications (1982, 

1983,1998), that the term `political' must be broadened "to cover spheres outside 

national government" and underlined the importance of recognizing "industry as a 

political system in its own right" (1970, p106). In 1982 she reiterated the crucial 
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importance of democratized workplaces for political participation and education 

through participation (p viii): "... the guild socialists were right to argue that democracy 

remains a mockery while servility is demanded in the workplace" (p vii). 

Greenberg (1986) further explains the position of participatory democratic 

theorists with regard to the importance of participation throughout the entire society, 
including the workplace: 

In truly democratic societies, political participation by ordinary citizens would take 
place in the total universe of significant institutions, including the family, the school, 
and the workplace. In short, the emergence of democratic and fully developed human 
beings is possible only in a fully democratic, participatory society... . To the traditional 
theorists of democracy, participation is the principal social process by which human 
beings, practising the arts of self-direction, cooperation, and responsibility, liberate 
their capacities and thereby become whole, healthy, and integrated persons. As a 
consequence of participation, the individual develops the attitudes and skills essential 
to participation in other social spheres including the political. Participation in decision 
making at the workplace is thus central to the democratic vision and basic to the good 
society (pp 10-20). 

Mason (1982) writes about the spillover thesis in terms of `the workplace 

connection' and `the proximity hypothesis'. By `workplace connection' he means that 

there is an important connection between the world of work and the world of 

government (p 76). By `proximity hypothesis' he means that the greater the proximity 
between two participatory experiences in terms of certain dimensions, such as type of 

activity, issue, setting, time, the more likely the two will be associated or affect one 

another (pp 77-78). 

Mason also argues that participation research has been strongly influenced by 

liberalism including the liberal definition of political whereby the political is 

overwhelmingly associated with government and all other participation is categorized as 

social. He claims that this conceptualization seriously limits and distorts participation 

research: 

Since research findings related to nongovernmental participation are placed under an 
entirely different rubric (social participation) than those related to governmental 
participation (political participation), we cannot adequately trace the complex network 
of individual experiences that develop gradually into a participatory response (1982, p 
74). 

In subsequent work Pateman (1982,1983,1998) modified and developed her 

ideas about participatory democracy first developed in the 1970 classic. For example, 
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in 1983 she states that she had placed too much emphasis on the psychological and not 

enough acknowledgement of the role of socio-political structure: 

The problem with `political efficacy' as usually used, and as I used it, is that it is treated 
as a purely psychological concept. It refers to individuals' feelings of competence or 
efficacy.... Individuals' feelings are thus separated from the political realities of the 
organizations and institutions within which they interact (p 109). 

.... If, therefore, it is to be worthwhile for everyone to participate, they not only need to 
feel confident to do so (and have learnt some of the skills, etc. ) but a socio-political 
structure is required that makes it worth the effort. Democratization of power structures 
and redistribution of economic resources is required, together with social changes that 
ensure that those people, especially women, at present confined to the periphery of 
political and organization life become full and equal members (p 110). 

She calls for an awareness of the importance of structure in any movement to create a 
democratic society. In this regard she emphasizes that advocates of workplace 
democracy have neglected "feminist investigations which show that work life has a 

patriarchal as well as a class structure". Whether it be within workplaces or in the 

private domestic sphere, she emphasizes the importance of the struggle for 

democratizing the relation between the sexes as part of the overall creation of a 
democratic society: 

The idea 
... is that the struggle for democratization should itself provide an education in 

democracy for the participants, not reproduce the same undemocratic power relations 
and individual attitudes and values which are being fought against (p 113). 

Empirical Work 

The primary discipline in which empirical spillover research about 

participatory/worker owned workplaces has been conducted in the 1980s and 1990s is 

political science (Greenberg, 1981; Peterson, 1992; Elden, 1976,1981; Lafferty, 1989; 
Sobel, 1993; Verba, Scholzman and Brady, 1995; Greenberg et al, 1996). This 
literature review has also identified some literature in occupational sociology (Gardell, 

1976; Wajcman, 1983) and workplace psychology (Wilpert, 1997; Heller, 1998), one 

study from anthropology of work (Kasmir, 1996), one work in economics (Smith, 

1985), one from community economic development (MacLeod, 1997) . and one in 

evolutionary psychology (Erdal 1999). 

According to Greenberg (1975) empirical spillover research has been 

conceptualized around the following theoretical proposition: "Involvement in a (1) 
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specified participatory environment at the workplace results in a set of (2) predicted 

attitudinal and behavioral changes in participant individuals, and when a sufficient 

number of such persons are involved, leads to (3) predicted social and political 

consequences " (p 205). Most of the empirical work has tried to investigate, directly or 
indirectly, the link between (1) and (2) in the form of the connection between workplace 

participation and extra-workplace political participation. Elden, Lafferty and Greenberg 

all write about the difficulties involved in this kind of investigation-particularly in 

arriving at solid claims based on any causal relationships. Greenberg, Grunberg and 
Daniel (1996) contend that the extant empirical research weakly supports only the 

"simple political spillover" hypothesis-"that participation in decision making at work 
increases the probability of participating in politics outside the workplace" (p 305). 

Greenberg, Grunberg and Daniel (1996) refer to three groupings within the 

empirical research about spillover from workplace participation to extra-workplace 

political participation. The first grouping consists of research which "links workplace 
to politics by establishing that some degree of job autonomy is associated with political 

participation, and that low job autonomy is associated with low political participation". 
The second consists of research, for example, Almond and Verba (1963) and Elden 

(1981), which "ties workplace participation to political participation by demonstrating 

that workplace participatory activities serve to enhance feelings of personal and 

political efficacy". Lafferty (1989) refers to this group as confirming a "weak" version 

of the Pateman proposition (p127). Greenberg et at point out that these studies do not 
directly demonstrate the link to political participation. The link is presumed on the 
basis of the literature "on the strong association between political efficacy and political 

participation". The third group consists of the relatively rare "studies that empirically 
investigate the link between participation in workplace decision making and 

participation in politics outside the walls of the enterprise". Lafferty (1989) refers to the 

third group as supporting a "strong" variant of the Pateman thesis (p 127). 

Data in the five nation comparative study by Almond and Verba (1963) indicate 

that "the extent of opportunities to participate in job decisions" is related to "the extent 

of subjective political competence". Those who reported that they were consulted about 

workplace decisions and those who reported they felt free to protest decisions were both 

more likely than others to feel subjectively competent to influence the government (pp 

1UNNERSiTY 
47 OF BRISTOL 

LIBRARY 



363-365). They also found "evidence that the impact of participation in nonpolitical 

decision making-at home, school, and job-is cumulative" (p 366). Finally, they 

found that "the strength of the connection between nonpolitical types of participation 

and political competence... becomes stronger as one moves from family to school to job 

participation" (p 371). 

Greenberg's (1981) study conducted in worker-owned plywood co-operatives 

and conventional plywood firms of the Pacific-Northwest, U. S. A., is described by 

Lafferty (1989) as "the most thorough and decisive in the area" (p 125). Greenberg 

reports the findings under two headings: participation and public-spiritedness. 
Participation: The data demonstrate a strong association between "participation in 

decision making at work" and "involvement in community affairs but not with voting" 
(p 972). Secondly, workers in the co-operatives showed "significantly higher levels of 

active political involvement than do workers in conventional plants". Their tendency to 

take part in "more concrete, immediate, and time-consuming community political 

activities" was "markedly more pronounced" (p 973). The data also showed that those 

workers who were most active within the co-operatives were "also the most active in 

the larger political system outside of the plant. " He finds that the data suggest a 

significant political learning effect in the producer co-operatives: 

Intense involvement in direct democracy at work not only fails to hinder participation 
outside political activities but seems actively to encourage it. In this regard, at least, 
participatory democratic theorists like Cole and Pateman are supported by the evidence 
(p 976). 

Greenberg's findings with regard to public spiritedness are discussed in section 2.4.3 

below. 

Elden (1981) points to the lack of direct empirical evidence concerning a 

possible linkage between participation in the workplace and participation in political 
life. He also criticizes the lack of clarity as to what a "participatory" work organization 
is. In his study of workers in a Californian paper-product plant with autonomous work 

groups, he develops a model in which he identifies indices that define a "participatory 

work environment" and he "explores the possible social learning effect of potential 

political relevance beyond the workplace" (pp 45-46). As part of his exploration of the 

extra-workplace consequences of work democracy he asked "the extent to which an 
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individual allocates free time to various kinds of community service and leisure 

organizations. " This was in relation to the hypothesis that "personal potency and a 

sense of efficacy in the workplace should correlate with a more active social life and 
higher degree of participation outside the workplace". (p 48). According to his analysis, 

the empirical data show that: 

having some power over one's work co-varies with one's attitude toward taking up 
participatory opportunities. If there is no chance to have an impact, one does not 
attempt to participate: this is quite different from saying that personality, income, 
education or other individual psycho-social characteristics determine the degree of 
participation. These findings empirically support Pateman's contention that a 
democratic authority structure in a workplace is likely to enhance participation in and 
beyond it. Democratization at work is clearly linked to politically relevant variables 
beyond the organization (pp 49-51). 

He also developed conceptual tools to distinguish between ̀ work humanization' 

and `work democratization', and demonstrated that a "quality of working life (QWL) 

strategy based exclusively on humanizing work is not as likely to foster democratic 

citizenship as one based on democratizing work" (p 51). He concludes that his research 

provides empirical support for Pateman's theoretical distinction between real and 

pseudo-participation and their spillover effects. Elden refers to several other studies 

using different methods, kinds of workers and countries, namely Kornhauser (1965), 

Blauner (1964), Elden (1976), Gardell (1976), Emery and Phillips (1976), and Karasek 

(1978), which support his conclusion that "the more the political dimension of work 
develops toward democracy, the more productive use is made of free time and the more 
the characteristics of democratic citizenship are developed" (Elden 1981, pp 54-55). 

While Lafferty (1989) acknowledges that Elden's study is very well conceived 

and conducted, including use of multiple methods, he identifies "a number of 

operational-methodological weaknesses" of the work. Because of these weaknesses, he 

considers Elden's study to only weakly confirm the Pateman proposition (pp 122-123). 

This is consistent with the view of Greenberg et. al (1996). 

Lafferty (1985) reports findings of the Norwegian democracy project which 

analyzed the institutional and personal aspects of 'workplace * democratization using 

measures of efficacy and political involvement. Lafferty considers the results to be a 
"clear case of confirmation for a ̀ strong' variant of the Pateman thesis": 
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The findings indicate a marked tendency for political involvement off the job to 
increase with both the degree of institutional democratization and the level of personal 
involvement in decision-making processes (p 127). 

With regard to "public-spiritedness", there was no relationship between increased 

"collectivist", "public-spirited", "egalitarian" values and workplace involvement for 

men (both unionized and non-unionized), but there was a slight positive relationship for 

non-unionized women and a very strong positive relationship for unionized women. 

Smith (1985) investigated a sample (nearly 1400) of production workers, 

supervisors and managers from 55 American firms, "ranging in levels of employee 

participation from a conventional structure to full labor management" and ownership. 
He found that "workers with participatory experience in the firm are more likely to have 

participated in community politics, and vice versa.... " He concludes that the study 

confirms "a `general human capital' spillover theory of the relationship between 

participatory structures in the firm and civic participation in the community" (p 135). 

Peterson (1992) conducted a study of 112 citizens in Hornell, New York. He 
found that "having a sense of workplace `efficacy' and reported involvement in 

workplace decisions" are "associated with political participation". He concludes that 
the findings are one more piece of evidence that supports the spillover effect. 

Sobel (1993) analyzed data from the American National Election Study Fall 

1985 Pilot in which he had included questions about occupational involvement, non- 
traditional participation, and participatory personality. His findings demonstrate that 

workplace participation generates wider political participation, with this influence 

occurring "most strongly across levels of similar formality between the occupational 

and political spheres" (p 339). 

Greenberg, Grunberg and Daniel (1996) conducted research aimed at developing 

a better understanding of "the complex linkages between workplace and political 

experiences" than earlier studies had provided (p 323). Of particular interest to spillover 
from Algoma Steel, where there have been ups and downs in economic status of the 
firm as well as much variation in extent of participation, are Greenberg et al's findings 

about implications for spillover as a result of the interplay between the forms of 

workplace participation and the economic status of the enterprise: 
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We found that participation in workplace decision making that is confined to the casting 
of an occasional vote has no impact one way or the other on political participation or 
participatory inclinations in the best of enterprise economic circumstances; it is, that is to 
say, irrelevant to outside politics in healthy enterprises. However, in enterprises in some 
economic difficulties, this form of workplace participation actually undermines the link 
to outside political participation, mainly by undermining the sense of mastery that is so 
essential for the involved citizen. Direct, face-to-face forms of decisional participation in 
the workplace, on the other hand, are positively associated with external political 
involvement, no matter what the economic status of the firm might be. For those 
interested in stimulating political participation through workplace participation schemes, 
the lesson is clear: emphasize forms of participation that involve direct, face-to-face 
mechanism. It is probably the case that workers can only learn the skills of deliberation, 
negotiation, information processing, and reasoned judgement that are so essential to the 
active and confident citizen (pp 323-324). 

Erdal (1999), from the perspective of evolutionary psychology, gathered data 

about the residents of two northern Italian towns in similar physical and cultural 

environments-one (Imola) where a substantial part of all employed work in co- 

operatives and one (Sassuolo) with no co-operative workplaces. He found data 

consistent with the hypothesis that living in a more egalitarian town-where about a 

quarter of all employed work in co-operatives and where there is a widespread 

perception that there is little difference between rich and poor, as opposed to one with 

no co-operatives and a wide perception of a very large gap in wealth-improves such 

measures as education, truancy, ' health (especially cardiovascular mortality), social 

participation (club membership, voting, blood donation), the supportiveness of personal 

social networks, and domestic violence. Imola was better on 17 out of 19 measures 

than Sassuolo. 

2.4.3 Spillover of Values of Participatory Democracy, Egalitarianism, 
Collectivism, and Public-Spiritedness (vs. Values of Hierarchical 
Structures, Inequality, Individualism and Competition) from Participatory 
and Worker-Owned Workplaces to Life Outside 

The broader structural change potential of workplace democracy seems to be the 

most contentious issue with regard to spillover effects. Aside from some empirical 

evidence from Lafferty (1989) and Elden (1976) which suggests that workplace 
democratization can contribute to broader societal change and evidence from Greenberg 

(1981), Wajcman (1983) and Kasmir (1996) which points to the contrary position, the 

literature about this aspect of spillover is primarily theoretical. I shall begin with the 

theoretical position, followed by a presentation of the empirical work and conclude with 

a presentation of some possible theoretical explanations for the negative spillover 

effects in this area which appear in the literature. 
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Theoretical literature 

Literature from both the `participatory democratic' and ̀ democratic left' schools 

of thought take the position that democratic workplaces develop values and attitudes in 

workers which would make them prefer a society based on principles of participatory 

democracy, egalitarianism and collectivism rather than a society based on hierarchical 

structures, individualism and competition. Workers in more democratized workplaces 

would "come to generalize their own work experience and outlooks to the world beyond 

the factory walls: to the industry, the economy, and the society as a whole" (Greenberg, 

1986, p 151). Greenberg calls this the "theory of escalation". Based on his own and 

others' empirical findings he argues that the theory of escalation may apply in some 

contexts and not in others. He identifies four different contexts in which workplace 
democracy could occur and in which contexts it is likely to be transformative and in 

which it is likely to be integrative. The four contexts are: "unmediated market-capitalist 

societies", "mediated market-capitalist societies", "societies under going revolutionary 

transformation" and "post-revolutionary socialist societies" (p 203). He concludes that 

the effects of workplace democratization in market-capitalist societies like the United 

States do not support the theory of escalation (Greenberg, 1986, p 152). 

Empirical findings 

With regard to public spiritedness, Greenberg (1981) reports that members of 
the plywood co-operatives, rather than increasing their support for egalitarian values, 

actually tended "more strongly to affirm classical liberal values" than workers, in 

conventional firms (p 978). 

First, compared to workers in the conventional firm, worker-shareholders in the 
producer cooperatives are more likely to affirm classical liberal values (individualism, 
competition, equality of opportunity but not condition, limited government, and the 
like) to support systems of hierarchical social relations, and to identify themselves as 
members of the middle class. Second, workers in the producer cooperatives are less 
likely than their counterparts in conventional firms to affirm egalitarian values, to 
support welfare state measure, to express confidence in the abilities of other working 
people, or to see cooperation as a generally valued form of social organization. Third, 
members of the producer cooperatives do not see themselves as a model for other 
enterprises to emulate, nor do they believe that other people could or should organize 
their enterprises on a cooperative basis (Greenberg, 1986, p 152). 

He points out that this does not support the prediction of participatory 
democratic theorists like Cole and Pateman that the experience of industrial democracy 

in cooperatives would produce more "public spiritedness" than other work settings 
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(Greenberg, 1981, p 978). His explanation of this finding is presented below in the 

section entitled: Proposed Explanations. 

Thomas and Logan's (1982) study of Mondragon cooperatives in the Basque 

region of Spain did show broader political spillover effects of the cooperatives in the 

form, for example, of supporting efforts to increase employment in the region, using 

coop surpluses for public services and supporting the sustainability of Basque language 

and culture. Greenberg (1986) points out that the Mondragon cooperatives are in what 

he calls a mediated market-capitalist society-i. e. a society "where a strong working 

class movement, party, ideology, or culture exists" to serve as a countervailing force to 

the market culture (p 205). In the case of Mondragon he is referring to the importance 

of the Basque culture's high regard for "values like association and cooperation, 

equality, industrialism, and mutual trust" (p 206). While, Greenberg concedes, such 

societies may be slightly more propitious contexts for the theory of escalation to occur, 
he still believes "that even in `mediated' societies, worker control or ownership cannot 

escape the strait jacket of capitalist social relations" (p 207). 

MacLeod (1997), from his perspective as a community development theorist and 

practitioner wrote a descriptive study of the Mondragon cooperatives. The study, which 

proposes that the Mondragon experience serve as a model for community economic 
development elsewhere, includes a description of the spillover effects outside the 

Mondragon workplaces identified by Thomas and Logan. MacLeod points out that 

three of the ten principles agreed to by the Mondragon members in 1987 are "social 

transformation", "universal nature" and "education". "Social transformation" means 

that cooperation in the Mondragon system is to be an instrument for social 

transformation. Based on this principle, the Mondragon co-ops reinvest most of their 

surpluses in: "new job development", "community development", "a social security 

system based on mutual solidarity and responsibility", "cooperation with other 
institutions (such as unions) advancing the cause of Basque workers" and "collaborative 

efforts to develop Basque language and culture". "Universal nature" means that the co- 

ops "proclaim solidarity with all who labor for economic democracy, peace, justice, 

human dignity, and the development in Europe and elsewhere, particularly with the 

peoples of the Third World", and "education" is considered "essential for fulfilling the 

basic cooperative principles. It is fundamentally important to devote sufficient human 
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and economic resources to cooperative education, professional training, and general 

education of young people for the future" (p 42). In addition, this approach is included 

in the Mondragon Cooperative Corporation's operating guidelines: 

6. Community Commitment 
So that we not become limited to the narrow confines of our individual cooperative, 
but rather that we transcend our own group. To create jobs and create community 
wealth are the irrevocable requirements of our community vocation. And within this 
community we must not forget to proclaim our respect for the ecosystem and the 
search for solutions which, while not hindering efficiency, permit a balanced 
development of our businesses, and equally permit full employment with the creation 
of new jobs. The Mondragon Cooperative Corporation assumes an historical 
responsibility which is concretized in its member cooperatives (p 39). 

Kasmir (1996), using participant observation, working class perspective and 
ethnographic analysis, provides an expose of life in Mondragon which shows a 
contrasting view of the Mondragon spillover effects. What she calls the myth of 
Mondragon she attributes to the idealization of the Mondragon cooperatives. Spillover 

effects identified in her case study include ways in which the cooperatives have reduced 
class-consciousness and solidarity. She found that cooperative members have been 
largely outside, and actually undermined, Basque working class activism. "This fact 

was evident during the 1990 strike for the metal-sector contract, when not a single co- 
operator turned out to show solidarity with his or her fellow workers" (p 198). Under 
the fascist Franco regime in the 1960s and 1970s, most co-operators left the clandestine 
labour organizations, and "although a handful of individuals affiliated over the 
years,... as a group co-operators were never active again.. (they) ceased to be part of any 
syndicate that would connect them collectively to the labor struggles.... " (p 109). From 
her findings she concludes that "cooperatives can divide working classes" (p 198). 

Using participant observation and a feminist perspective, Wajcman (1983) 

studies the political consciousness of the women who transformed a shoe factory into a 
co-operative in Fakenham, England. She observed that although the founding members 
felt "pride in proving by example that a factory could be run co-operatively by its 

workers" (p 158) and "were active and innovative, introducing and sustaining collective 
work practices and assuming new responsibilities", "the increased confidence and 
knowledge they gained through these activities never found expression beyond the 

confines of the factory". She found that that the women did not develop a broader 

understanding of society and their position in it, that of being doubly oppressed-as 
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women and as workers. In their case there was certainly an absence of any contextual 

support for new values and ideas. The union, for example, provided no support in terms 

of resources or political education and continued its gender-oppressive attitudes toward 

the women. 

Proposed explanations 

Greenberg (1981) proposes a possible explanation for the lack of increased 

public spiritedness as a spillover effect in the American plywood cooperatives. He 

thinks that the answer lies in the reality that attempts to develop democratized 

workplaces in the United States are "embedded in a largely hostile, incompatible free- 

enterprise environment where private property market mechanisms are pre-eminent" (p 

980). The spillover of collectivist values does not automatically happen since the 

dominant ways and ideology outweigh the spillover effects and therefore workplace 

change alone is not sufficient to transform society. 

Greenberg (1983,1986) uses the concept of contextuality to hypothesize about 

the conditions in which workplace democracy could contribute to societal 

transformation. He contends that worker control and management can only play a 

transformative role in creating a fully democratic society if developed in the context of 

powerful countervailing forces to the market mechanism. He states: 

Without a working class party, a cooperative or egalitarian culture, a socialist ideology, 
a revolutionary movement, or a government committed to economic democracy, the 
logic of the market is determinative, and blocks the larger promise of self-management. 
Without a conducive context, self-managed enterprises might well survive and prosper 
but they are not likely to play a significant role within a movement for social change 
(1983, p 217). 

In the absence of such forces, Greenberg concludes, workplace democratization is a 

political dead-end: 

Being without any of these countervailing forces in the United States, being devoid of 
such a conducive environment, I would venture the opinion that workplace 
democratization in the United States, even admitting its many intrinsic benefits, does 
not seem to be a very promising road to take in the general struggle to create a fully 
democratic society. Indeed, it seems to me to be a political deadend (p 217). 

Kiloch (1986) concurs with Greenberg that in the context of capitalist societies it 

is hard enough to maintain a full level of democracy within a workplace, let alone 
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expand it to other workplaces or the broader socio-political institutions in society. In 

her words: 

As Thornley (1981) points out, nineteenth-century workers' co-operatives developed 
initially as a protest against the conditions imposed by industrial capitalism. By 
downgrading the profit motive and giving priority to democratic decision-making and 
social and welfare benefits, they challenged capitalist methods of production and 
provided a vision of a new social order. In practice, however, co-operatives have 
tended to develop outside the political arena and to represent a retreat from rather than a 
challenge to the undemocratic aspects of economic and political organization (p 46). 

On the other hand, she believes that workplace democracy can play a transformative 

role in combination with democratization efforts outside the workplace. She argues 
that just as existing democratic rights were won by political and economic struggles, 

workers can continue to "push forward the frontiers of control and claim further 

territory for themselves" through a combination of political and economic activity. She 

concludes: 

Without parallel political moves to remove inequalities and redress the imbalance of 
power between capital and labour, between the races, between the sexes and between 
different social classes, industrial democracy will be a sham. But without action to 
extend democracy within the workplace political democracy will always be incomplete 
(p 47). 

This position also seems consistent with Greenberg (1986) who outlines ways in which 
workplace democracy, instead of being a political dead-end, can be part of a strategy for 

change. He concludes that workplace democratic institutions do have a role to play in 

challenging the prevailing order and anticipating the new-but only "within the context 
of a much wider educational effort directed at the transformation of ideology and culture 
and the creation of a broad range of counterinstitutions beyond the workplace" (p 182). 

This is echoed by Kasmir (1996) who sees the broader transformative potential 
of workplace democracy if it is related to working class activism. She suggests that 
being part of a politically conscious union could serve the function of connecting the 
Mondragon cooperative members to broader working class activism. Lafferty (1989) 

also writes about the potential for labour organizations to play in increasing the 
transformative spillover of workplace democracy and the fact that collective 
organization has been "almost totally neglected in the workplace socialization 
literature" (p 124). In his Norwegian study he identified the particular importance of 
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unionization as "a contributory factor for women, but not men, when it comes to the 

spillover effect between work and politics" (p 128). 

Although they are not copious, references in the literature to the potential 

politicizing role of progressive working class organizations have definite relevance for 

Algoma Steel due to the central presence there of the union as well as the supportive 

role of the social democratic party. What role has, and could, the union and the New 

Democratic Party play in order to, as Kiloch (1986) says "push forward the frontiers for 

the working class" (p 47)? 

Gaventa (1999) contributes to the theoretical literature about promotion of 

participatory democratic values by his application of Lukes' three dimensional 

framework of power. With regard to promoting spillover of collectivist values and 

agendas, Gaventa points to the usefulness of applying Lukes' conception of the third 

dimension of power. The powerless can be prevented from identifying their own 

grievances because the powerful influence "consciousness and awareness of such 

grievances through such mechanisms as socialization, education, media, secrecy, 
information control, and the shaping of political beliefs and ideologies" (p 57). Gaventa 

argues that the competencies citizens need in order to challenge the third dimension of 

power are "strategies of awareness building, liberating education, promotion of a 

critical consciousness, overcoming internalized oppressions, developing indigenous or 

popular knowledge" (p 57). He summarizes the intellectual traditions which can inform 

an understanding of this area. They include new social-movement theory; 

transformative learning and critical consciousness literature in the fields of adult 

education and political learning; literature about the ways research and knowledge 

production "serve to empower some voices and disempower others" (p 58); and, 
literature about the role of "people's culture as a vehicle for community action and 

expression". He also underlines the importance of community organizations which can 

serve as spaces for political learning (p 58). Gaventa's work and the literature to which 
it refers comprise a body of literature which has definite relevance for the social change 

goal of the ASI Spillover research: the enhancement and promotion of the positive 

spillover effects. 
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2.5 Where this Thesis Fits in the Context of Spillover Literature 

" looking at spillover in extra-workplace everyday life 

Spillover of collectively owned or managed workplaces to the personal or 

domestic sphere has received scanty treatment in the contemporary theoretical 

literature. Mason (1982) refers to politics within families and Rosenblum (1999) writes 

about democracy of everyday life. This kind of spillover has received even less 

empirical investigation since Almond and Verba's 1963 study. Anecdotal evidence is 

referred to by Semlar (1994) in his book about a Brazilian participatory (though not 

collectively owned) workplace. He gives an example of positive spillover occurring in 

a worker's family. The employee's wife had noticed a change in his attitude and 
behaviour following his involvement in the participatory workplace: 

Not long ago the wife of one of our workers came to see a member of our human 
resources staff. She was puzzled about her husband's behaviour. lie no longer yelled 
at the kids, she said, and asked everyone what they wanted to do on the weekends. lie 
wasn't his usual, grumpy, autocratic self. The woman was worried. What, she 
wondered, were we doing to her husband? We realize that as Semco has changed for 
the better, he had, too (p 8). 

educative effects on other individuals, groups and communities, not just the 
employees of more democratic workplaces 

Much of the spillover effects uncovered by the ASI research were identified in 

people's everyday lives-in their neighbourhoods, families, friendships, sports 

associations and churches. Most spillover research, on the other hand, has tended to 
focus on the educative effects on individuals involved in the participation, i. e. the 

participants themselves (albeit with a view to looking at how more competent 

participants as citizens in the broader society can improve the broader citizenry and 
heighten democratic process or culture in diverse social institutions). It has not usually 

studied "educative effects" on other individuals, groups and communities outside the 

workplace. There do not seem to be studies of spillover which have included 

observations made by extra-workplace people about changed behaviour, attitudes and 

approaches taken by workers from participatory workplaces. 

The Algoma Steel spillover research sought to identify spillover effects not just 

on the participants' competencies, attitudes and values, but also on individuals, groups 

and communities outside the plant gates and not directly involved in the participation 

experiment. The enquiry is directed toward not just the workers themselves, but people 
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from their personal lives and their community as well. 

" inter-disciplinary 

Most spillover research has been in single disciplines. This study is inter- 

disciplinary in its research focus and its theoretical framework. Its investigation of 

personal changes such as increased confidence and assertiveness as manifested outside 

of work takes it into social and political psychology and occupational sociology. Its 

investigation of spillover, effects on families takes it into sociology and social work. Its 

investigation of increased participation through social networks in the community takes 

it into sociology, community studies and political science. Its investigation of ways that 

spillover can be enhanced take it into community and social development theory, 

political theory and social policy theory. While the primary contributors to spillover 
literature-political scientists-have sometimes extended their investigatory focus into 

those areas, they have done so primarily through the single (albeit with varying degrees 

of breadth) disciplinary lens of political science. 

" use of participatory action research approach 

In the literature search only one study specifically about spillover using participatory- 

observation was found-a PhD dissertation by Elden (1976)-and none using 

participatory action research. While participatory action research has been used to 

study and improve more democratic workplaces (for example, Whyte, 1991; 

Greenwood and Levin, 1998), the vast majority of research studies about spillover from 

such workplaces has been non-participatory and non-action oriented. They have used 

primarily very traditional methodological approaches. In his non-participatory 1981 

work, Elden recognizes the importance of the participant-observation approach in 

studying the complexity of spillover: 

... this social learning process and the connection between work democracy and 
political learning constitute a more subtle relationship than is tapped by correlational 
data from standardized attitudinal questionnaires. Indeed, a later participant- 
observation study indicated many other connections (Elden, 1976 cited in Elden, 1981, 
pp 51-52). 

Just as Elden's use of both conventional and unconventional methods complemented 

each other in his searching, the Algoma Steel spillover group also found that their use of 

the two methodological approaches increased the kinds of information gathered. For 
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example, the group discussions of the co-researchers included such topics as the role of 

the global economy, inhibitors of the transfer of collectivist values and ideology, 

whereas these topics did not arise in the more conventionally conducted group 

interviews. 

Mansbridge (1999), in agreement with Pateman (1970, p107), argues that there 

are real and beneficial effects of direct participation in collective decision-making, but 

political science has had difficulty finding empirical support for the educative effects of 

democratic participation. She argues that participation does have educative effects but 

those effects are subtle and hard to measure. One problem she identifies is that people's 

experiences of participation are "too weak to produce great effects on character". Even 

in comparatively intense workplace democracies empirical studies showing causal 

relations would be costly in order to deal with such problems as measurement error and 

sample size in "trying to measure the subtle effects of participation on character" (p 

317). Unlike some of the other critics of existing empirical spillover research, she sees 

the value of the cumulative knowledge generation about spillover which could result 
from the accumulation of smaller studies, despite their imperfect designs. Whether she 

would include participatory action research is not stated. 

When so many thoughtful observers of the political scene, from de Tocqueville to the 
present, have concluded further that active participation in democratic decisionmaking 
changes the character of the participants, it would be foolish to dismiss this claim 
without evidence to the contrary. However, because of the difficulty in designing 
major empirical studies of the phenomenon, we are not likely to produce highly 
persuasive positive or negative evidence in the near future. We are more likely to glean 
certain clues about the differential effects of specific kinds of participation from smaller 
studies, despite their imperfect designs. The context and kind of participation is crucial 
(Salisbury 1975, Warren 1996, Rosenblum 1998). The main problem is not simply 
"that there has been too little research" (Elden 1981, p 55). It is that research on this 
topic has the intrinsic difficulties of trying to measure small and subtle psychological 
effects (p 319). 

This thesis considers the Algoma Steel spillover research (1999) to be one of the 

smaller studies from which "clues about the differential effects of specific kinds of 

participation" can be gleaned. 

Consistent with participatory action research, the ASI spillover research was 

social change oriented. Its goal was not just to study spillover and how to enhance it 

but to actually begin the process of enhancing it. Unlike most of the spillover studies, 

this enquiry has been framed by literature (such as Freire, 1970; Gaventa, 1999; Stall & 
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Stoeker, 1998) concerning ways to increase political consciousness-literature written 
by people who have actually been involved in efforts to raise people's consciousness. 
The enquiry is not just studying spillover, it is also trying out ways of increasing 

people's consciousness and experience of the transformative value workplace 
democracy can have. 

In the ASI research, these topics did not come up spontaneously, but only after 

several meetings or when the ideological topics were introduced by me as the lead 

researcher. (The educative role of the lead researcher and the education component of 

participatory action research are discussed in Chapter 4: Methodology. ) In this way 

participatory action research provided the space in which to introduce a consciousness 

raising through critical reflection. 

" use of a feminist lens 

There is very little spillover literature which is informed by feminist theory. Some 

exceptions are: Pateman (1998), Kiloch (1986), Wajcman (1983), and some comments 
in Lafferty (1989, pp 128-129). In "Contributing to democracy", Pateman (1998) 

affirms her 1970 argument that employment must be democratized, but she extends and 

modifies it. One of the modifications results from her more recent work in feminist 

democratic theory. It has led her to emphasize the fact that public workplaces are not 
the only places in which citizens "work" and contribute: 

I assumed in 1970 that democratizing workplaces is the key to democracy-but 
public workplaces, even when democratized, are but one arena within which 
citizens can "work" and can make a contribution (p 207). 

She continues: 

... Neglect of the connection between the institutions of employment and marriage is a 
major reason why there is important unfinished democratic business (p 207). 

While Pateman is referring here to the unvalued work in the private sphere of the 

household in the context of the contemporary emphasis on citizenship and democracy 

being coupled with employment, this thesis looks at this neglect in an additional way. 

With the help of a feminist lens, this thesis hypothesizes that a greater valuing of 

women's relational or social care work is essential for workplace democratization as 
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well as for spillover of democratic culture outside the paid workplace. An increased 

valuation of women's unpaid work in the private and community spheres could 

reinforce its valuation in the form of "invisible" or relational work by men, as well as 

women, required to develop participatory workplaces (such as teambuilding and group 

decision-making). An increased valuing of the relational work in democratic 

workplaces could in turn spill over and reinforce its valuation in the domestic and 

community spheres. Similarly, the elimination of unequal relations (based on 

patriarchal, hierarchical and authoritarian culture) within the institutions of marriage 

and family would reinforce the development of more egalitarian workplace relations. 
Greenberg (1986) identifies equality, democracy and co-operation as the values which 

are fundamental to workplace democracy (p 176). Since these values are also central to 

socialist feminism, it is a logical perspective to use in researching and theorizing about 

the spillover effects of democratic workplaces. 

" two-way character of spillover 

The ASI research is consistent with the acknowledgement of most spillover 

studies (Smith, 1985; Lafferty, 1989) that spillover likely works in two directions i. e. 
that experience and culture outside the workplace can spillover into the workplace: 

... most spillover studies acknowledge the clear possibility that spillover works both 
ways, i. e. that off-the-job activities and change can also reflect back on individual job 
behavior (Lafferty, 1989, p 119). 

Whereas Lafferty and other spillover researchers discuss this as a research control 

problem, "i. e. the need to demonstrate that any variation in both feelings of political 

efficacy and political involvement are primarily the result of altered working conditions 

and not the reflection of other extraoccupational influences" (p 119), our action research 

sees the two-way-directionality as a nodal point for enhancing the positive spillover 

effects. Using Bronfenbrenner's (1989,1996) development theory, chapter 6 and 

chapter 8 will argue that for real development or learning to take place the "new ways" 

should be evidenced in more than one sphere of an individual's life, and taking this one 

step further, for social development to have a societal transformation effect the cultural 

change in one site has to spillover into another site or sphere. 
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2.6 Conclusion 

Chapter Two has explored literature about the inter-relatedness of people's 

experience in the different spheres of their lives. It has presented both empirical and 

theoretical studies about the spillover from the `economic' to the `socio-political' 

spheres, from workplace life to life outside the workplace as well as from more 
democratic workplaces to life outside them. Finally it situates the focus of this thesis in 

the context of what has already been studied in relation to spillover. 

In Chapter Three I will begin to present the investigation of spillover from the New 

Algoma by examining the community context in which it occurred. 
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CHAPTER 3: HISTORY AND COMMUNITY CONTEXT 

3.1 Introduction 

Chapter three summarizes the historical and community context in which the 

spillover research was situated. It also presents factors which made Sault Ste. Marie a 

more likely place for the employee buyout and features of local social history which 

may have influenced spillover from that buyout. 6 

Figure 3.1: History and Community Context 

" Community of struggle and unity 
" Sault Ste. Marie as a propitious place for 

an employee buyout 
" Social history features in relation to 

spillover 

3.2 Community Characterized by Struggle and Unity 

The `struggle' aspect of the struggle/unity dichotomy of `community' to which 
Brent (1997) refers is certainly apparent in the history of Sault Ste. Marie in relation to 

Algoma Steel. The class struggle of the steelworkers, for example, against the senior 

management, within the workplace was played out in the world outside the plant. 

Similarly, the struggle of women to find a place within the steelworkers' union 

as well as within the whole enterprise reflected the same struggle in the community and 

the home; and, the ethnic and racial divisions at Algoma Steel have reflected the same 
divisions in the world outside. In spite of these conflicts, there is also clear historical 

evidence of the other aspect of Brent's notion of community, namely `unity'. The 

efforts to prevent the closure of Algoma Steel in 1991 is an obvious example. 

6 Some of the information used in this chapter was taken from interviews with the following people: 
Ken Delvecchio (a union local representative on the Board of ASI and Co-Chair of the Workplace 
Redesign Task Force): April 16,1998 
Bernie Brothers (retired steelworker, active union member): April 10,1998 
Steve Boniferro (Northwestern Area Staff Representative, District 6, USWA and Union Co-Chair, Joint 
Steering Committee): June, 1997 
Denis Desjardins (Union Coordinator, USWA): January 31,1997, June 6,1997 and February 5,1998. 
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3.3 What Made Sault Ste. Marie a Propitious Place for an Employee Buyout of 
a Major Canadian Steel Plant? 

3.3.1 Remoteness and Isolation of Sault Ste. Marie 

According to MacLeod alternative workplace arrangements such as cooperatives 

and other worker owned enterprises are more likely to be initiated and succeed in 

outlying regions. (1997, p 94) 

... the worst pockets of unemployment and depression in the industrialized world are in 
the marginal and outlying regions. These are usually regions where people are more 
socially cohesive, where they are less inclined to leave their family and friends for 
economic advancement. Perhaps, the Mondragon model is not well suited to an urban 
impersonal environment; but it may be very well suited to the regions of industrialized 
countries which have stable social structures along with depressed economies 
(MacLeod, p 94). 

Figure 3.2: Map of Sault Ste. Marie's Location 
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Sault Ste. Marie is located in Northern Ontario on the St. Mary's River which 
joins the three largest Great Lakes-Lake Superior, Lake Michigan and Lake Huron. 

Before European colonization of North America, Sault Ste. Marie would not have been 

considered remote and isolated. When the present Algoma district was inhabited solely 
by Indigenous peoples-the First Nations? -the economy was based on hunting, fishing 

7 The First Nations of Canada in a broad sense are those Indigenous peoples that were here before 
European colonizers and settlers arrived (Bishop, 2002). The term First Nations acknowledges the fact 
that Indigenous peoples in the geographic space we now call Canada existed as nations prior to the arrival 
of Europeans. "(T)hey lived as nations-highly centralized, loosely federated, or small and clan- 
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and gathering, and Bawating (now called the St. Mary's rapids and Sault Ste. Marie) 

was at the heart of a network of routes of semi-nomadic tribes. For thousands of years 
(Reid, 1977)8, in the winter months the Ojibwe and Cree9 travelled out in all directions 

from this point in search of game. In the summer they returned from far points in 

present-day Ontario, eastern Manitoba, Michigan, Wisconsin and Minnesota, and 

gathered near the rapids to fish and participate in ceremonies. The Sault (at the hub of 

the upper Great Lakes fed by many rivers) was accessible by canoe-the primary mode 

of transportation of the Ojibwe and Cree. Even the rapids which were an impenetrable 

barrier to other watercraft were traversed with ease by the skilled canoeists. 

During the initial period of European contact in the 1600s, the mercantile 

economic system, centred primarily on the fur trade, began to make inroads into the 

area. The canoe, used by the French voyageurs, continued to be the dominant mode of 

commercial transportation in North America. Rather than being considered ̀ remote', 

Sault Ste. Marie was a mid-way point on the trading voyages across the continent. 

With the shift from an economy based on the fur trade to an industrial capitalist 

one, the dominant modes of transportation became steamboats, motorized vehicles, 

trains and planes. Until the building of a canal through the rapids, railroads and 

highways to, and an airport in Sault Ste. Marie, it was a very isolated place. Other than 

the building of the canal and locks which made the passage between Lake Superior and 

Lake Huron into a shipping route in 1789, the Sault remained a very isolated 

community up to the 1960s. There was no road connecting Sault Ste. Marie with 

Thunder Bay-the next nearest city on the north shore of Lake Superior (690 kilometers 

away) until the Trans-Canada highway was built in 1960. To the east the closest city is 

Sudbury, 305 kilometers away. Toronto is 690 km southwest. The Canadian trans- 

continental railway runs 332 km north of the city with no rail or highway connection 

between it and the Sault. The airport was not built until July, 1961 and the bridge to 

based-for thousands of years before the arrival of Europeans" (Royal Commission on Aboriginal 
Peoples, 1996). 

8 Reid, C. S. P. (1977) Mansion in the wilderness: the archaeology of the Ermatinger House. Research 
Report 10. Toronto: Historical Planning and Research Branch, Ministry of Culture and Recreation, 
Government of Ontario. According to archeological records humans were in the Sault Ste. Marie area as 
early as 9000 years ago. Probably the earliest paper record of Sault Ste. Marie is Samuel de Champlain's 
map of 1632 which shows an Indian village near the St. Mary's rapids. 
9 Ojibwe and Cree are the two primary linguistic groups of Indigenous peoples in Northern Ontario. Each 
has its own language and culture. 
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the United States was not completed until 1962. "`Isolated', `frontier-like', `rugged'- 

this was Sault Ste. Marie in 1957", writes Lomas (1985), referring to the year the 

steelworkers took the first steps to set up the Group Health Centre (p 5). 

It was in that remote setting, in the 1930s, that Algoma Steel Corporation 

expanded substantially and Sault Ste. Marie began to display what Lomas describes as 

more and more of the characteristics of a city with a single major industry: the 
economic monopoly and power of the company, the response of the workers in the 
form of a strong union, clear class and ethnic distinctions, opposing political outlooks, 
and periods of boom and bust ... (p 5). 

The economic monopoly and power of Algoma Steel manifested itself not only in terms 

of the number of jobs it created directly and indirectly through the multiplier effectlo, 
but also in the form of an agreement of many years' duration between the municipal 

government and Algoma Steel to the effect that the City would not try to attract other 
businesses to Sault Ste. Marie. That guaranteed the steel plant a captive labour force. ' I 

The second characteristic of single major industry towns listed by Lomas- "the 

response of workers in the form of a strong union"-is clearly manifest in USWA local 

2251. It was first organized in 1935 (Krmpotich, 1978), significantly earlier than the 

unionization of the other main steel plant in Ontario-Stelco in Hamilton-which did 

not become unionized until 1946 (Lomas, p 11). The union at Algoma Steel held a 
successful three-month strike in 1946. It had developed a strong union spirit among the 
Algoma Steel workers; and it had built a solid organization with visionary leaders 
(Lomas, 1985). The Sault local of the USWA was not only strong locally, it was also 
viewed by the Canadian and American levels of the union as a leader. From 1947-57, 
"2251 succeeded in introducing the first co-operative wage study for office workers, 
started its own credit union, and negotiated steadily improving wages and benefits for 

the workers" (Lomas, p 12). The USWA district director "recognize(d) the strength of 
the local in Sault Ste. Marie and provided them with the support and encouragement 

10 Williams, T. L. and You, J. (1996) Employment multipliers in Northern Ontario Cities: Sault Ste. 
Marie, Sudbury and Thunder Bay. Sault Ste. Marie, Ont.: The Centre for Northern Ontario Development 
Studies, Algoma University College. Research Report 96-2 (December) 
1 'This policy became known to the United Steelworkers of America (USWA) in the mid-1980s. Leo 
Gerard, of the Steelworkers, had taken the initiative of approaching a corporation interested in building a 
stamping plant and persuaded it to consider locating in Sault Ste. Marie. Upon approaching the City, the 
corporation ran into innumerable roadblocks such as unwillingness to consider re-zoning an area for its 
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they needed to put their ideas into practice" (p 12). These included the successful 

negotiation, in 1951, of a welfare plan with a non-contributory pension plan which was 

one of the first of its kind in Canada (p 12). It is not surprising that Lomas describes 

Sault Ste. Marie as a `union town' (Lomas, p 10). An important aspect of the strength 

of local 2251 has come from being part of an international union. Throughout its 

history the financial, technical, educational and research support received from the 

levels of the union outside the Sault (Canadian and international levels of the USWA) 

has been a very significant factor in itsability to break new ground. This resulted in 

"the feeling of belonging to a union that embraced 

steelworkers in the United States and Canada. This feeling can only be appreciated by 
those who lived through it... sharing problems, sharing solutions, and the knowledge that 
someone in a distant area who works on a similar job is thinking of how to improve his or 
her lot and willing to share their ideas with you (Krmpotich, quoted by Lomas, p 12). 

Thirdly, "clear class and ethnic distinctions" have certainly been a characteristic 

of the Sault Ste. Marie social landscape. Spatially the city is divided such that the west 

end housing is primarily home to working class people, the majority being of Italian 

ethnicity, and the east end being home to primarily professionals, business owners, 

supervisory and management people, many of British origin. Most off-reserve 
Indigenous people and Finnish and Eastern European working class immigrants are 

also in the west end or central downtown; while the majority of the Indigenous people 
live on two reserves just outside the city limits. ' Torgov, a Canadian writer from Sault 

Ste. Marie, provides a vivid description of the class divided city as he saw it from a 

ninth floor hotel window as a boy in the late 1930s: 

To the south, the Michigan side of the border, and lake freighters riding high in the 
water with their holds empty, inching their way through the canal locks and up the St. 
Mary's River to take on iron ore and grain. To the west, the black, ugly expanse of 
steel mills spread against an orange sky-mills that belched and hissed and glowed, and 
poured smoke and the smell of sulphur across the horizon. To the north, dark green 
hills presided over by the stately Collegiate Institute. To the east, the forbidden 
territory: Simpson Street with its porched and pillared Local Establishment houses; and 
just out of sight and beyond the reach of smoke and sulphur, the Golf and Country club. 
Other adventurers might find their fortunes by going west, but in this town you hadn't 
made it until you'd gone east (1974, p 71). 

While this geographic division was particularly marked up to the 1960s and is still quite 

apparent, it is somewhat less distinct today as the number of working class households 

development. The person who was CEO of Algoma Steel at the time told Gerard he was opposed to the 
plan. 
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in the east end has increased. Similar patterns have manifested themselves in the local 

political landscape. Until the 1980s all those elected as members of parliament 
(federal), as members of the provincial legislature and as mayor were of British 

ancestry, even after Italians became the numerically largest group in the population. 
The f irst Italian mayor was elected in the mid-1980s. 

In addition to the clear class and ethnic distinctions that Lomas describes as 

characteristic of single major industry towns, Luxton (1980) and Livingstone and 
Luxton (1996) add definite gender distinctions. Until the 1970s women were not a part 

of the Algoma Steel production workforce. Present only as clerical workers they were 
in a separate union local (local 4509) from 2251. Although the majority of the members 

of that local were women the leadership was almost exclusively men until the buyout 

occurred in 1992. At that time the office workers' union amalgamated with 2251. 

Given the new and very important role of the union in decision-making at Algoma 

Steel, the rank and file female members began to see the need for a collective voice to 

protect their rights and concerns as women within a very large local of primarily men. 
They formed a local branch of Women of Steel which is a caucus of female members of 
USWA. Since then, Women of Steel have been advocating for the interests of women 
both within the union and in the world outside the workplace. At the time of the 

amalgamation they developed a campaign about systemic gender discrimination both 
inside and outside the plant. Outside the plant they have also shown both financial and 

participatory support for various concerns such as the plight of poor women and their 

children and violence toward women. 

3.3.2 Small City 

Although Sault Ste. Marie is a city, it is a small one, with a population of 
80,000. Its small size made it amenable to the use of networking as part of the efforts 

made to salvage Algoma Steel by turning it into a worker buyout. Gilchrist and Taylor 

describe networking as "those activities by which links between people are established, 

cultivated and activated for specific purposes" (1997, p 166). The informal and formal 

networks in the Sault had previously been called upon to mobilize efforts to establish or 

save other community institutions such as the Group Health Centre, Algoma University, 

and the Soo Greyhounds, a hockey team. In the case of Algoma Steel in 1991, the 

networking was done under the umbrella of the Community Action Team (CAT). 



The people of Sault Ste. Marie were well aware of the impact that the closure 

of Algoma Steel would have on their city and their lives. The municipal tax loss would 

have amounted to about 20 per cent, not including property taxes from Algoma Steel's 

employees. The number of steel jobs lost would have been 10,000 (about one-third of 

the workforce in the city and surrounding area). With the lost expenditure in the city of 

the $300 million payroll and the $200 million of local purchases by Algoma Steel 

further economic and job-loss spin-offs would have occurred (Quarter, 1995, p 122). It 

is therefore not surprising that within a couple of months of the Algoma Community 

Action Team (CAT) being organized, 22,000 of the city's 80,000 residents had taken 

out memberships in it and $165,000 was donated. 

Another way in which the smallness of Sault Ste. Marie may have helped make 

the joint process agreement possible is the effect it has had on labour relations. In spite 

of the strength of the union, relations between 2251 and the company, though often 

antagonistic, have been tempered by what Lomas calls the `small-town syndrome'. He 

quotes a former Algoma Steel official: 

Industrial relations at Algoma have been somewhat more harmonious than in other 
basic steel plants...! sat across from union employees and... a couple of us were in the 
same class (at school)-another one just ahead of me. It's pretty hard to fight forever 
with somebody you know well (p 12). 

3.3.3 Risk-Taking Union Local 

Related to the economic-geographic factor of isolation is a social history of 

people in Sault Ste. Marie, in some important cases under the leadership of USWA, 

taking substantial risks in embarking on projects which broke new ground. Examples 

include the establishment of the Group Health Centre, the establishment of Algoma 

Steel Credit Union, the setting up of a cooperative grocery store, a community effort to 

save the Soo Greyhounds (local hockey team), the purchase of Northern Breweries by 

its workers in 1978 transforming it into a cooperative, and most recently the worker 
buyout at Algoma Steel. This history of willingness to take collective risks by 

venturing into innovative schemes seems to have been a by-product of the geographic 

remoteness in that people with families and no financial means to travel the long 

distances in search of other jobs, or to access medical services over 302 km (Sudbury) 

or 690 km (Thunder Bay) away, are more likely to band together to develop a local 

solution than to move to other communities to meet their needs. 
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Organizing the Group Health Centre in the 1950s was a monumental feat. It 

was a first of a kind collectivist health care delivery organization set up at a time when 

there was no publicly provided health care in Canada. Public insurance for hospital 

care was only legislated in 1957 and for outpatient medical care not until 1966. The 

union realized that "it was not going to achieve its goal of comprehensive care within 

the commercial insurance approach. An alternative approach was definitely needed" 
(Lomas, 1985, p 15). Krmpotich writes: 

This venture was to capture the imagination of the members of our Union in this 
community and the public and would bring us national recognition for pioneering the 
Group I Icalth Practice of Medicine in Canada (1978, p 90). 

Local 2251 raised $800,000.00 to build and equip the Group Health Centre Building. 

Each of the 6000 members was asked to pledge $135.00. They subsequently agreed to 

a deduction of money from each pay cheque to finance the centre and its services. The 

idea of contributing money collectively by taking a cut in pay in 1991 in exchange for 

ownership of company shares therefore had an antecedent in the pooling of money for 

the Group Health Centre and its health care services. 

In spite of the ferocious opposition of the local medical establishment, local 

2251 members and their wives conducted a door to door public education sign-up 

campaign to reach the goal of at least 4000 members. The campaign "was a highly 

organized affair. The union 

produced lists of those not yet signed up, and volunteer canvassers equipped with 
questionnaires and brochures made house-to-house calls. A team of fifteen women 
worked on the telephones, calling the wives of steelworkers who had not yet signed up. 
A crucial element in this was John Barker' st2ability to select to do the canvassing 
people who were most likely to influence the members (Lomas, 1985, p 37). 

This undertaking was in fact a form of participatory action research. Glenn Wilson, one 

of the first employees of the Centre, describes it: 

A door-to-door questionnaire, carried out by volunteers, made it possible to evaluate the 
health care needs of the community. We learned from all these experiences the kinds of 
medical services the community expected, the hours they expected services, and how 
much they were willing to pay for the service, well in advance of the time we began to 
design a building. Nearly a hundred members of the local union met regularly and 
discussed the Health Centre, and they in turn talked to nearly all of the 6,000 employees 
of Algoma Steel. The campaign that started in 1957 and intensified in 1959-60 made it 

12 John Barker, previously president of local 2251, became the union staff representative for Sault Ste. 
Marie in 1947 (Lomas, p 12) 
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possible for several thousand people to help shape the health centre program (Lomas, p 138). 

Over the years, the multi-disciplinary Group Health Centre expanded to the point that 

by 1978 it was staffed by over 200 employees, including 32 doctors, and was 

administering to the health care needs of over 50,000 people (Krmpotich, 1978, p 91). 

The setting up of the Group Health Centre is not only an example of a labour 

union taking a risky, ground-breaking initiative that makes the union-initiated worker 

buyout seem less of a surprise. It is also interesting that both the Group Health Centre 

and the worker buyout were seen as ground-breaking initiatives and as possible models 
for other communities to follow. In 1962, Ted Goldberg, a researcher with the 

Canadian Steelworker Research Department, said: 

`We think the significance goes far beyond this one location... We believe that other 
Canadian communities will follow suit, and that in the not-too-distant future there will 
be a coordinated chain of community health centres from one end of Canada to the 
other' (quoted in Lomas, 1985, p 4) 

At the Group Health Centre opening ceremony in 1963, the International USWA 

president, David J. McDonald said: 

The Group Health Centre we open officially today is the product of .. imaginative 
collective bargaining. May it prosper. More important still, may the philosophy of 
accepting responsibility for social improvement by unions and management prosper 
with it-not merely in the area of health care but in many other areas of social difficulty 
as well (quoted on a poster in public Homecoming exhibit: "There's More to Us than 
Steel", LU 2724, USWA, 1998). 

Such initiatives indicate that Local 2251 of USWA has had a social movement 

orientation. Other evidence of the presence of a social movement orientation to local 

2251 is the fact that it set up a credit union-Algoma Steel Credit Union-in 1946 

which is thriving today with several branches, and a co-operative food store which did 

not survive. In addition, one of the union's leaders-John Barker-ran in an election as 

candidate for the Co-operative Commonwealth Federation (CCF) party, forerunner of 

the New Democratic Party (NDP)13. In an interview for this chapter, Ken Delvecchio 

outlined ways in which the union saw its role as going beyond the bread and butter 

13 The New Democratic Party (NDP) is a social democratic party which had its origns with the agrarian 
cooperative movement and the labour movement in Canada. It has been a very important political party 
which federally has influenced policy as an opposition party to both Conservative and Liberal 
governments. In some provinces, such as Saskatchewan, British Columbia and Manitoba it has formed 
the government many times. In Ontario, however, it has only been the governing party for one 
mandate-from 1990 -1995--the period of time when the Algoma employee buyout took place. 



issues to include trying to improve the well-being of the workers' families and the 

community in which they live. 

Steelworkers always tried to do as much as they could for the people in steel 
and that just naturally would flow over (into the community). I mean they 
thought that to be a worker meant you had not only your work life, but your 
home life and your activities outside of the steel plant such as sports and all of 
that.... So they would support hockey teams, broom ball and soccer and health 
care.... They always had that sense of community and they did it through the 
steelworker. (Interview, April 16,1998). 

To this end Local 2251 negotiated a welfare plan for workers and their families and 
bought a strip of beach property on Lake Huron for its members to use during Labour 

Day picnics. Krmpotich (1978) elaborates on the social outreach role: 

The minutes of the Local Union meetings over the years record... all the assistance given 
to local agencies and groups in the community both financially and with 
personnel.... Our members serve on educational bodies at Elementary, Secondary and 
Post Secondary levels. The members of this Local Union are found on social agencies 
and recreational bodies everywhere. On the legislative front we have contributed 
generously so that our voice can be heard in the halls of Legislative Assemblies through 
the New Democratic Party. Wherever you look and see progress made in our 
community the members of this Local Union will be found (p 139). 

Presence of a social movement orientation is considered to be a factor which enhances 
the viability, particularly the organizational democracy and participation component, of 

a worker owned enterprise (Rothschild and Whitt, 1986, Table 5.1). Local 2251's 

establishment of a radically innovative health centre, a credit union and a cooperative 
food store are examples of a social movement orientation, but one that focused on local 

provision of essential needs. It was not the kind of social movement orientation which 
targeted broader societal structures. Perhaps this tendency to find local collective 

solutions to social needs was partly the result of being in a remote, isolated area. 
Pressuring the far away centres of government to meet those needs through expanded 

state intervention may have seemed a more daunting goal. 

3.3.4 Existence of `Communities of Identity' with Overlapping Interests: 
Networks with Plug-Ins to Power 

Gilchrist and Taylor (1997) define network as "a pattern of actual and potential 

connections between people, based partly on their formal organisational roles and partly 

on informal relationships arising from friendship, shared interests, joint affiliation and 

simple acquaintance" (p 166). The same authors point out that networks can open up 
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`circuits of power' (Clegg, 1989) through which power can flow. They recommend as 

an important community development strategy "the creation of overlapping networks 

within the community, which are also `plugged in' to sources of power, resources and 

information... " (Gilchrist and Taylor, 1997, p 172). Postmodern thinking encourages us 

to consider the way in which a course of events can be significantly affected by 

disruptions in the usual, dominant way of thinking and the usual circuits of power. The 

story of Sault Ste. Marie and the Algoma Steel buyout is certainly one about networks 

and about disruptions in the usual discourse concerning relations of ruling. 

The year of 1991 saw a coming together, through a networking strategy, of 

several communities of identity which took advantage of a particular political 

conjuncture to `plug-in' to power to not only save Algoma Steel but to radically 

restructure it at the same time. The many class, ethnic and gender groupings-in the 

form of the union, the management, and community groupings-were brought together 

through a networking strategy of USWA, the New Democratic Party, and the 

Community Action Team. 

On the eve of the bankruptcy and closure of the company, with no buyers 

willing to take it on, the International body of the USWA, particularly in the person of 
Leo Gerard, the Canadian Director, clearly took the initiative in proposing that Algoma 

Steel be salvaged through an employee buyout based on a model of joint process 
decision-making between the management and the union. Under the influence of Lynn 

Williams, International President of USWA, Gerard had become a supporter of 

employee ownership for the purpose of increasing economic democracy (Quarter, 1995, 

p 116). 14 He was also a long time supporter of Bob Rae-leader of the NDP. Using his 

ties with the NDP which just happened to be in power for the first time in the history of 

the province, the USWA approached Premier Rae-to ask for help in bringing the 

necessary parties to the table to negotiate an agreement. Those parties were the union, 

management, Board of Directors, the creditors, and government. Because Leo Gerard 

had started his union career as a uranium miner in Elliot Lake, just a short drive from 

Sault Ste. Marie in the Algoma District, he had many connections with local 2251 and 

14 Unlike the international office in Pittsburgh, the Canadian national office of the United Steelworkers of 
America had very little experience with the worker buyout model. It had helped plan a worker buyout in 
the case of the closure of the Inglis appliance plant in Toronto, but the buyout never materialized because 
Inglis refused to sell to its workers (Quarter, p 115). 
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the USWA district staff representative Steve Boniferro. He was therefore able to 

influence local 2251, known for having an "us versus them" approach to dealing with 

management, to consider and then eventually support the idea of proposing an 

employee buy-out and enter a joint decision-making process of management. 

The surprise NDP victory in the Ontario election on September 6,1990-a 

mandate which lasted only one term-provided an extremely fortunate opportunity in 

which negotiations for the worker buy-out took place. From the beginning of the 

Algoma Steel crisis, Rae's favourable disposition to helping out was very clear. 
Quarter (1995) quotes him saying: 

Everybody has an obligation. I can't walk away, neither can the banks, neither can the 
workers and neither can the companies" ... No government that would call itself 
civilized is going to walk away from a situation where thousands of jobs are at stake 
and the whole economy of a community is at stake (p 120-121). 

Not only did the Premier play a crucial role in bringing the various "stakeholders" to the 

negotiating table, the NDP government was also able to expeditiously pass legislation 

necessary to allow the employee purchase to take place (Quarter, 1995) and to have the 

Ontario government offer a $90M loan guarantee, lower freight rates on the Algoma 

Steel railway and pay part of a bridge pension programme to encourage early retirement 
(Hutchison, 1993, p2 1). Although new to governing the province, the NDP was not new 
to Sault Ste. Marie and the Algoma district. NDP candidates had been successful in 

several elections both federally and provincially. What was new locally, however, was 
to have the local NDP members be part of the government in power. In fact, one of the 

members-Bud Wildman-was a member of Rae's cabinet. Their stature in the 

community was thereby heightened. This helped in their networking efforts to rally the 

community to support the worker-takeover. Tony Martin (MPP for Sault Ste. Marie), 

Bud Wildman (MPP for Algoma) and Steve Butland (NDP Federal MP for Sault Ste. 

Marie) were all very active in the process. Butland played an important role in lobbying 

the national government to provide some assistance. His persistence paid off when he 

succeeded in setting up a meeting with a Conservative cabinet minister. The result was 

the decision by the Federal government to share with Ontario in funding the bridge 

pension program (Hutchison, p 21). 

13 "companies" here refers to Algoma Steel and Dofasco which had bought Algoma in 1988. (Quarter, p 
110) 
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For the reasons cited above, the population of Sault Ste. Marie and district as a 

whole was becoming very concerned about the likely closure of Algoma Steel. To 

mobilize across the various `communities of identity'-be they characterized by class, 

ethnicity or political ideology and allegiance-a networking effort had to mobilize more 
broadly than among only union and NDP supporters. The vehicle through which this 

happened was the Community Action Team (CAT). According to Broad (2000), 

Steelworkers realized that leadership for a community support team should not come 
from within steelworking ranks and could not appear to be controlled by the union. 
"Quietly, they approached a lawyer in the community who they felt might be able to 

pull the community together to support their efforts, and wisely, they left him to 

assemble a team that could meet the challenge" (p 35). Having grown up in the west 

end of the city, son of working class parents of Italian heritage, Frank Sarlo "appeared 

to be the perfect person to spearhead the campaign to develop community support, and 
he proceeded to do an excellent job" (p 35). In August, 1991, immediately after the 

Steelworkers had released their plan for a worker buyout, he began to rally community 

support around it. He called together local business' and community leaders. This 

grouping solicited members and donations. The municipality, the company and the 

union each contributed $5000 to start the organization's work. -To 
demonstrate its unity 

of purpose, the honorary chairs selected for CAT were the mayor, the president of local 

2251 and the company president. The organization very quickly signed up 22,000 

members (out of a population of 80,000) (Quarter, 1995, p 123). Quarter describes 

CAT's role: 

From its inception and until the worker buyout was finalized, the CAT became an 
important force. It mobilized the local community; it provided information that was 
independent of the company and the union, which were still in disagreement on some 
fundamental issues; and most importantly, it lobbied government for assistance that 
was required for the buyout to proceed (p 123). 

People who did not usually have any means of plugging in to circuits of power 

were able to do so by joining the Community Action Team to which the local 

`establishment' also belonged. This local elite had the connections to influential people 

at the municipal and federal levels of government and in the media. As Ken Delvecchio 

put it: 
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I believe that the right mixture of people on the CAT helped us to get access 

... primarily to federal people because Bob Rae was already on board 
(interview, 1998). 

CAT delegations lobbied government in Toronto and Ottawa. They also went to cities 

in the United States to observe the devastation that had occurred to communities where 

steel plants had closed and to visit successful American buyouts. The observations 

made on these visits were written up in the local newspaper thereby preparing Sault Ste. 

Marie for a worker buyout of Algoma Steel (Quarter, 1995, p123) and at the same time 

mobilizing their support to make it happen. 

The networking done by the CAT, USWA and NDP was able to mobilize a 

sufficient number of people in Sault Ste. Marie and district so that a critical mass or the 

"tipping point" (Gladwell, 2000) was reached. Such a mustering of forces forced the 

powers-that-be to provide the required legislation, financing and agreement to the plan. 

3.4 Social History Features in Relation to Spillover 

In examining the social history of Sault Ste. Marie as the context in which the 

`New Algoma Steel' was born, one sees possible explanations for where and how 

spillover occurred and could be enhanced. 
From the first decade of Algoma Steel's history its work force was composed of 

large proportions of new immigrants. They also built the working class part of the 

community under appalling living conditions in the west end of town-close to the 

plant. In this way a very divided city evolved. It was divided along class and ethnic 
lines, with the more affluent, Anglo Saxon residents living in much better conditions in 

the East End. As Ferris (1978) writes: 

The immigrants, almost without exception, located in the West End section of the city 
near the steel plant, where a settlement for the workmen was set put up on fifty acres of 
the company's land. It was not the best area for residential development however, the 
land being somewhat marshy and the houses were not well built.... People in the East 
End were predominantly Anglo-Saxon and held most of the positions of power and 
wealth in the city, while the West End housed the poor and unskilled labourer (p 5). 

The workers included a mixture of French-Canadians, Finnish, Italians, Hungarians, 

Polish, Germans and Irish, with Italians forming the majority as the years passed. The 

various major ethnic groupings developed their own churches, leisure and service clubs, 

and social networks. 
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The clear class and ethnic distinctions that have characterized Sault Ste. Marie 

manifested themselves in the relations between Algoma Steel and `the community'. 

Until the employee buyout, it was primarily superintendents and other senior 

management people at Algoma Steel-predominantly of northern European 

ancestry-who sat on boards and advisory councils of community organizations such as 

the hospitals, Soo Greyhounds hockey team, the United Way, Children's Aid Society, 

Algoma University, Sault College and the Chamber of Commerce, as well as being on 

executives of service clubs such as the Rotary and Lions Clubs. In the 1960s and 1970s 

a relative of the executive director of Algoma Steel was actually hired in a management 

position for what seemed to be solely the purpose of representing Algoma Steel on 

community boards. By the 1970s some LU 2251 representatives began to be accepted 

onto some community boards, namely, Children's Aid and Sault College, but they were 
in very limited numbers (usually one per organization) and in addition to the larger 

number of management people. The working class presence in community 

organizations was usually as volunteers at the grass roots level. As one of the spillover 

research group pointed out, they were not seen as an Algoma Steel presence, but just as 
individuals who could have been from any workplace. The exception to this pattern 

was in the governance structures of those organizations which had been initially 

founded by LU 2251 itself, for example the Group Health Centre and the Algoma Steel 

Credit Union. "The president, vice president and recording secretary (of LU 2251)- 

those three officers-sat automatically on the board of the Group Health Centre" 

(Delvecchio, 1998). 16 

In 1992, with the beginning of the joint-process, all official Algoma Steel 

representation on community bodies was terminated. From that point the decision to 

participate formally in any community organization was made jointly by management 

and union through the joint steering committee of Algoma Steel. Usually such 

participation takes the form of appointing both union and management representatives. 
For example, in 1998 when Algoma University requested a meeting with Algoma Steel 

as part of its community consultation for the purpose of developing a five-year 

academic plan, the meeting was attended by representatives from both management and 
USWA. At the governance level of community bodies, there was a change in that union 

16 Interview with Ken Delvecchio, April 16,1998. 
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leaders became almost as represented as management. However, most of the 

involvement of working class employees seemed to continue to be done on an 

individual, unofficial basis. This is probably also true of the way spillover was 

occurring. Members of the spillover research group pointed out the importance of being 

aware of these differences in forms of community involvement according to social class 

in our efforts to both study spillover and to try to enhance it. 

The strong concern of steelworkers of Italian, Eastern European and Indigenous 

origin about keeping their extended families together in Sault Ste. Marie, which partly 
fueled the determination to preserve the steel plant, results in strong networks within 

these communities of identity and in the valuing of pooling efforts and investing in the 

future. I assumed that connections could be made between such values and the 

collective, cooperative values of worker ownership. I also assumed that such networks 

could be helpful in efforts to detect and enhance spillover. 

Finally, in going full circle, to Sault Ste. Marie's beginnings, I felt there could 
be unfinished stories with lessons to be learned. The colonization and subjugation of the 

First Nations peoples of Canada by the French and English was rationalized by the 

racist ideology of the superiority of European `civilization' over Indigenous social 
institutions. The assumption that there was nothing of value to be learned from the 
forms of governance, relations of ruling and social policies of the First Nations meant 
that not only were very healthy and egalitarian models of decision-making and 

organization dispelled, all attempts were made to wipe out any traces of them through a 

combination of culturally genocidal policies of assimilation. I find it poignantly ironic 

that in the 1990s present-day residents of Sault Ste. Marie were `reinventing the 

wheel'-in this case, reinventing the use of more cooperative relations in the way that 

resources are used and productive activity is carried out, oblivious to the fact that the 

Ojibwe had already organized their economic activities cooperatively when they lived 

on the same site for thousands of years. It is reminiscent of the `discovery' of non- 

authoritarian ways of `parenting', so much in vogue, being considered new in Canada 

when Indigenous parents raised their children that way for centuries. 

Through the determination of First Nations to survive and resist assimilation, 

their demands for the right to self-determination and decolonization have led to a 
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revival of their cultures. Efforts are being made within all social institutions in Sault 

Ste. Marie and district, as in other parts of the country in which First Nations are still 

present, to educate both Indigenous and non-Indigenous people about traditional 

Indigenous culture. For example, Indigenous sentencing circles were being used in the 

1990s in the Garden River First Nation (on the eastern city limits of the Sault), until 

public funding ran out, as an alternative to European court proceedings and sentences; 

and a cross-cultural curriculum is being developed at Algoma University. The presence 

of such non-individualist, community ownership based ideologies could have helped to 

reinforce the spillover of such values from the new Algoma Steel. Furthermore, the 

notion of the importance of empowerment of disadvantaged people has become firmly 

implanted in present-day First Nations communities. This too echoes the value being 

placed on empowerment of steelworkers within the new Algoma Steel. Tababodong, an 
Indigenous poet, captures this revival of traditional Indigenous values and ways in the 

following poem: 

We are waking up to our history 
from a forced slumber 

We are breathing it into our lungs 
so it will be part of us again 

It will make us angry at first 
because we will see how much you stole from us 
and for how long you watched us suffer 
we will see how you see us 
and how when we copied your ways 
it killed our own.... 

Then we will breath our history back to you 
and you will feel how strong and alive it is 
and you will feel yourself become a part of it... 
and we will gently whisper the circle back 
and it will be old and it will be new. (Tababodong in Bird, Land and 
MacAdam, 2002, pxi) 

3.5 Conclusion 

This chapter has attempted to present some significant features of the historical 

community context in which the worker buyout at Algoma Steel took place. These 

include the remoteness and isolation of Sault Ste. Marie, its characteristics of being a 

primarily one industry town (economic power and monopoly of Algoma Steel; strong 

union presence; and, clear class, ethnic and gender distinctions), small city character, 

extensive experience in self-sufficiency, risk-taking and breaking new ground in 

developing innovative arrangements. It also described the particular conjuncture in 
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which various communities of identity, from diverse perspectives, saw common cause 
in coming together in a networking strategy and use of plug-ins to power to save their 

spatial community of Sault Ste. Marie. 

In approaching the spillover research I felt that some of the features of the social 
history of Sault Ste. Marie which contributed to the changes at Algoma Steel and their 

spillover effects could also support attempts to enhance the spillover into `the 

community' of positive aspects of the New Algoma. The social movement orientation 
of the union, for example, as well as of the local NDP could be very helpful. The 

extensive social networks among the various immigrant communities, as well as the 
Indigenous ones, would seem to be logical places for new relational, collectivist skills 
and experiences to be transferred or spill over. These themes will be developed further 
in chapters 6 and 8. 
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CHAPTER 4: METHODOLOGY 

Since action is ruled by perception and the individual's perceptions are to a significant 
extent governed by the social group, the latter can be used within an action research 
context to facilitate the perception of new facts and values (Lewin, 1948, p 63). 

Co-researcher 1: Something is happening behind the scenes that will probably 
result in the end of this joint process and workplace redesign. It's very 
important to document what has happened so that if it ends the idea and 
experience are recorded and not lost. 

4.1 Introduction: Appropriateness of Participatory Action Research for the 
Research Questions and Goals 

Approaching the Algoma Steel spillover research, I asked the following 

questions: Have different guiding principles and ways of life within the restructured 

Algoma Steel Inc. (ASI) had any effect on, or influenced, guiding principles and ways 

of life outside the plant? In other words, what, if any, are the spillover effects of the 

changed relations at ASI, and how could they be enhanced? 

For this kind of research question what methodology would most appropriately 
frame the inquiry? Which approach would uncover the complexity of the consciousness 

of individuals who function in different settings, namely in and outside the workplace, 

and the consciousness of those in the community who do not work at ASI but have 

become aware of the changes there? The positivist, traditional social science 

methodology which "recognizes only `objective' facts and observable phenomena... and 
is uninterested in the causes or ultimate origins of these facts" (Maguire, 1987, p 2) 

would not uncover the important information about the existence or non-existence of 

spillover, its causes or impediments. Nor would it provide information about how 

positive spillover could be enhanced. An approach which allows people to investigate 

their own social reality with the stimulus of reflection and analysis seemed most 

appropriate for the kind of close-up look at how people's values, ideas, attitudes and 
behaviour in one site (workplace) affect or do not affect the values, ideas, attitudes and 

behaviour of themselves or others in other sites of their lives. Based on the rationale 

presented in section 4.3 of this chapter, participatory action research was selected as the 

appropriate methodological framework for these research questions. 

Furthermore, my overall goal was twofold and required methodology suited to 

both aspects. Firstly, since the goal was to deepen understanding about an aspect of 
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society from the perspective of those who do not usually get to tell their stories and 

have input into creating new knowledge, the approach had to be one that would 

empower them to truly participate in knowledge creation. Secondly, since the goal was 

also to contribute to social change, it seemed appropriate that the research have an 

action component. Participatory action research seemed to be the methodological 
framework most suited to these research goals. 

This chapter identifies the type of participatory action research selected, outlines 

the principal features of participatory action research which make it appropriate 

methodology for the research undertaken and indicates the way in which it has been 

used in the ASI Spillover Research Project. 

Figure 4.1: Methodology 

" Type of participatory action research selected 
" Features of participatory action research 

making it appropriate for spillover research 
" How participatory action research was used in 

the ASI spillover research project 

4.2 Type of Participatory Action Research Selected 

As there are several approaches to action research it is important to identify the 

particular approach that was primarily used in this research. To do this one can situate 
it within the typology used by Hart and Bond (1995). The typology identifies four 

broad approaches to action research-namely, experimental, organizational, 

professional and empowering. 

The `experimental approach' is associated with Kurt Lewin and his followers, 

their change experiments and goal of discovering "general laws of social life to inform 

policy-making". 

The `organizational approach' is associated with the Tavistock Institute. It 

focuses on problem-solving within organizations, overcoming resistance to change and 
creating more productive working relationships. It is based on the client-consultant 

model. 
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The `professionalizing approach' is primarily used in education, nursing and 

social work. It has been used by professions such as nursing, teaching and social work 

to develop research-based practice partly for the purpose of raising their stature to that 

of professions such as law and medicine. 

The `empowering approach' is identified with community development and 

takes an open position against oppression and in support of the less powerful (Hart & 

Bond, 1995). It is also known variously as `collaborative' or `new paradigm research' 

(Reason & Rowan, 1981; Reason, 1988), ̀ co-operative inquiry' (Rowan, 1988, p 9) and 

`research as empowerment' (Ristock & Pennell, 1997). Of all of the approaches to 

action research, the empowering approach is the most concerned with maximizing the 

participation of those who are the focus of the research and in addressing the unequal 

power relationship between researcher and research subject. "In common with critical 

theory and feminist research, new paradigm research has emerged as a result of 

criticism of positivist social science" (Hart & Bond, 1995, p 34). 

In this work the term `participatory action research' is understood to mean the 

`empowering approach to participatory action research'. 

4.3 Characteristics of Participatory Action Research which make it 
Appropriate Methodology for the ASI Spillover Research Project 

The features of participatory action research which make it appropriate for the 

spillover research project are the following: it is participatory; it is action oriented; and, 
it has an education component. 

4.3.1 The Participatory Aspect of Participatory Action Research 

Participatory action research is the preferred methodological framework in 

which to favour maximal input into the research by those who do not usually have that 

role. Proponents of participatory action research such as Whyte (1991), Maguire 

(1987), Carr and Kemmis (1986), Reason (1988), Heron (1988) and Karlsen (1991) do 

not see participation as being limited to the participants serving as focus group members 

responding to the plans of academic and professional researchers. Genuine 

participation in knowledge creation has to include taking a determinant part in 
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framing and designing the research plan and focus, as well as all the other aspects of 

the research. 

In participatory action research (PAR), some of the people in the organization or 
community under study participate actively with the professional researcher throughout 
the research process from the initial design to the final presentation of results and 
discussion of their action implications. PAR thus contrasts sharply with the 
conventional model of pure research, in which members of organizations and 
communities are treated as passive subjects, being its subjects, and receiving the results 
(Whyte, 1991). 

Spillover is a complex phenomenon to investigate. It requires a research 

approach which can delve into the many facets of people's lives in and outside the 

workplace and of the effects of a workplace experiment on the society outside. Most 

research in the area of spillover has been conducted within traditional or classical social 

science methodology. It consists primarily of quantitative or non-participatory 

qualitative studies. 

Because of the increasingly specialized nature of scientific disciplines, most 
professionals are trained to examine certain problems and use particular methods within 
the relatively circumscribed epistemological frameworks of their own disciplines. They 
tend to be specialists, concerned with explaining and solving problems either in 
controlled laboratory environments or by using replicable survey techniques (Maclure 
and Bassey, 1991, p 203). 

There is a dearth of research which delves into the complexities of a social phenomenon 

which crosses over several traditional disciplines such as social psychology, sociology 

and political science. In his search for ways of working toward holistic knowing, 

Reason (1988) states: 

... we are not interested in either fragmented knowing, or theoretical knowing that is 
separated from practice and from experience. We seek a knowing-in-action which 
encompasses as much of our experience as possible. This means that aspects of a 
phenomenon are understood deeply because we know them in the context of our 
participation in the whole system, not as the isolated dependent and independent 
variables of experimental science. Our holistic concerns lead us to a form of 
... understanding which is descriptive and systemic.... The essential quality of a pattern 
model is that it creates a dense web of knowing. 

This kind of non-hierarchical thinking-in-action is quite foreign to formal Western 
thinking: we tend to see the world in terms of hierarchical cause-and-effect, rather than 
in networks of understanding (p 11). 

This notion of wholeness or holistic knowing was exemplified in comments 

made by a member of the research group. In a telephone conversation between 

meetings of the research group one of the members said that in thinking over the 
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discussions about spillover he realized that you cannot separate the spillover from inside 

to outside Algoma Steel from spillover outside to inside. Experiences in both sites of 

their lives affect each other. The regular contact with the members of the research group 
during and between meetings allowed for ongoing participation of the members in 

reflecting on the observations, revealing more and more layers of complexity in the 

phenomena being investigated. This had a significant impact on the framing and 

conceptualization of the research, adding substantially to its "wholeness". According to 

Reason "wholeness... requires participation.... Thus in co-operative inquiry we work 

with our co-researchers, establishing relationships of authentic collaboration and 
dialogue" (1988, p11). 

In explaining the concept of dialogue in participatory action research Elden and 
Levin refer to it as "cogenerative dialogue". They emphasize that it requires 
"empowering (or full) participation" rather than "pseudo- (or partial) participation", in 

line with Pateman's argument that participation' is a necessary but not sufficient 

condition for democracy. In truly participatory research, the "insiders" "are not merely 

consulted in each phase of knowledge production; they participate as cocreators" (Elden 

& Levin, 1991). Cogenerative dialogue is the empowering participation which results 

when insiders and outsiders approach the research from "their initial frames of reference 
but communicate at a level where frames can be changed and new frames generated. " 

Exchange on a level that affects one's frame of reference is a much more demanding 
form of communication than mere information exchange (Eiden and Levin, p 134). 

They point out that at the beginning of a project, participants who have never had 

experience in doing participatory action research tend to participate in a partial way. As 

they gain experience in empowering participation their participation tends to move 
increasingly toward full participation. 

To work toward full participation of the "insider" participants, Elden and Levin, 

using Grathen's terminology, stress the importance of overcoming the outside 

researcher's "model monopoly". In other words, since the outsider researchers come to 

the process with sets of concepts, "sense-making" models, training and "expertise", 

their ideas may dominate the dialogue. They point to the need to consciously work at 
democratizing the dialogue. At the same time, they acknowledge that they 
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"intentionally and strongly influence content", otherwise ideas from social science 

thinking tend not to be addressed. The introduction and consideration of ideas from the 

outsiders' framework can enlarge the scope of possibilities for action. This results in 

the need to resolve the contradiction between the outsider's role in "introducing ideas 

and concepts and planning a learning process and the participants' control and active 

influence" (Elden and Levin, 1991, pp 135-136). They contend that this contradiction 

must be resolved according to the participants' values and interests. They see this 

cogenerative dialogue as a way in which 

participation by insiders and outsiders enriches all phases of the research process 
because of the intermingling of at least two sets of frameworks that contribute to 
creating a new, third framework or "local theory" (1991, p 137). 

Local theory is the term Elden and Levin give to the "... context-bound 

explanation of cause-and-effect relations in a given situation that makes sense to those 

with the most local experience" (p 138). It is expressed in "everyday language and 

meanings generated by `insiders' in dialogue with `outsiders"' (p 138). They describe 

this as an empowering experience which clarifies the direction the participants can take 

to effect change through collective action. (The data which result in the local 

theories-often in the form of case studies-can then be communicated to the scientific 

community in the form of scientific papers, books and journals and can contribute to the 

generation of general theory, p 139). 

Ristock and Pennell (1996) write about the need to overcome the expert's model 

monopoly in terms of being conscious of power issues or "power plays". They 

underline the need to use reflexivity as a way to increase one's awareness of power 
differentials and decrease their effect on the process. They define reflexivity as: 

awareness of how we as researchers observe and affect actions and discourse; how we 
attribute meaning and intentions; what understandings we are creating; and how we are 
creating them. Reflexivity also means being prepared to adjust our research methods to 
reflect what we learn both from the community and from our own reflections (p 116). 

They include in their use of reflexivity a self-consciousness aimed at developing non- 

exploitative relations between the outside researchers and the communities being 

researched (p 48). 
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In the spillover project steelworkers were involved from the very early stages of 

the research. Discussions were held with the Coordinator of Employee Participation 

and several other steelworkers and union staff to help me select several workers who 

might be interested in being members of an eight member research group. As soon as 

the research group was constituted it worked jointly with me and continued to do so in 

all stages of the research project. The process by which this collaboration was 

developed is outlined in more detail below. What was particularly remarkable about the 

involvement of the research group was its constant concern about grounding the 

research in the "everyday world" (Smith, 1987) or "the yet unofficial... less dramatic, 

private and invisible spheres of social life... " (Millman and Kanter, 1987, p 32). 

A major test to the power relations between me and the co-researchers took 

place when I reported a "correction" suggested at a meeting at which the research 
findings report had been presented. The co-researchers were adamant that the 

"correction" would distort the truth of the findings and insisted that the change to the 

text not be made. I reassured them that I had believed their interpretation, and I 

reiterated my original promise that the report would have to have their full agreement 

and would not be changed, regardless of reactions to it, without the agreement of the 

whole group. 

4.3.2 The Action Aspect of Participatory Action Research 

In participatory action research, action and social investigation are inextricably 

linked. Reason aptly states that "co-operative inquiry seeks knowledge in action and for 

action" (1988, p13). Mies (1993) emphasizes that in order to understand something you 
have to change it and states: "... change of the status quo becomes the starting point for 

a scientific quest" (Mies, 1993, p 40). Writing about activist research, Reitsma-Street 

captures the action for social change objective of the research when she refers to action- 

promoting data. Drawing on an idea from Townsend, she states: 

To promote action, the data need to go beyond reliably demonstrating injustices. The data 
must demonstrate that the status quo is not inevitable, and the situation can change 
(Reitsma-Street, 1996, p 124). 

What constitutes action and its role within the research process? It can be action 

undertaken to effect a change in individuals or in a situation. The action component can 
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also be investigatory action taken by the research participants. An example of the latter 

would be conducting focus groups, interviews or surveys as part of the social 
investigation. In both types of cases, the participants observe and reflect on the action 

and its effects or outcomes. In this project both roles for action were foreseen. 

Investigatory action included the inside researchers and me conducting group 
interviews and administering questionnaires to target groups. While doing this 

investigatory action, the participants were also changing a situation (social change 

action): they were enhancing spillover. In conducting the group interviews the inside 

researchers were using and sharing, with people outside the plant, their experience in 

the New Algoma. Even the explanation of the research to those being interviewed may 
have been enhancing spillover by making people think about the value of increased 

democratization of social relations. 

4.3.3 The Education Component of Participatory Action Research 

In addition to investigation and action, authors such as Maguire include a third 

component in participatory action research: education. Clearly this component is 

related to the participatory component. Adult education theory and research point 
clearly to the importance of learning by doing. Research participants who are directly, 

and preferably democratically, involved in planning, doing and reflecting about the 

research are in a rich learning experience. Once again one thinks of Mies' idea that the 
best way to understand something is to try to change it or act upon it. The role of the 
"outside" researcher in this learning process was identified above in the description of 
"cogenerative dialogue". While the "inside" participants come to the process with their 

experiential knowledge, the "outside" participant assists the "insiders" to "develop 

skills in collecting, analyzing, and utilizing information" (Maguire, 1987, p 30). Heron 

underlines the importance, in the initial stages of a project, of including 

experiential training and consciousness-raising, in which group members are learning 
through practice new research skills-and the rationale for them (Heron 1988, p 56). 

In the ASI Spillover Project's educational component a combination of 

consciousness-raising and experiential learning were used. This included explanations 

of participatory action research methodology and information about other examples of 
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spillover, such as in Mondragon, Spain'7, and the early participation of the participants 
in designing survey instruments as well as in conducting group interviews and 

administering questionnaires. The experiential learning clearly hastened the 

participants' progress from partial to fuller participation. A further educational 

component of the research could be seen in the increased awareness of spillover among 

the members of the target groups. Many indicated that they had not previously thought 

about the connections which could happen between people's experience in their place of 

work and their lives outside the workplace. 

4.3.4 Theoretical Underpinnings of Participatory Action Research 

"All methods are value laden; they contain implicit assumptions about the 

world" (Kirby & McKenna, 1989, p 33). Methodological assumptions tend to fall 

within two social science research paradigms: dominant and alternative (Maguire, 

1987). 

Dominant research approaches are, according to Maguire, "grounded in a way of 
knowing called `positivism'... " which 

recognizes only "objective" facts and observable phenomena... and is uninterested in the 
causes or ultimate origins of these facts. In quantifying human beings, it neglects 
crucial aspects of life that cannot easily be measured. ... it assumes that there is a social 
world which exists independent of people's subjective awareness of it. 

Because all facts must be observed and recorded from a distance, people are treated as 
objects in positivist research and are considered incapable of investigating their own 
social reality (Maguire, 1987 p 2). 

Clegg (1989) vividly describes the limitations for research of an intellectual position 

which places exclusive focus on studying observable phenomena, namely 
behaviourism: 

The central tenet of this position is to treat social explanation as no different in 
principle from the explanation of non-social phenomena. In practice this comes down 
to disregarding most of what it is that makes human society possible in favour of a 
radically constipated conception of behaviour expunged of inherent meaning (1989, p 
10). 

"I showed the members of the core research group a 13 minute video about the cooperative enterprises 
in Mondragon, Spain and their spillover effects in the community as well as a video about cooperatives in 
the Evangeline District of Prince Edward Island, Canada. I also gave each research participant a copy of 
From Mondragon to America (1997) in which Greg MacLeod addresses the same subject in more detail. 
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Millman and Kanter (1987) summarize some of the ways in which positivism 

has severely restricted sociological investigation. By focusing on the "official" actors 

and actions it often fails to capture the most important features of the social world: the 

"yet unofficial, supportive, less dramatic, private and invisible spheres of social life and 

organization". This results in also failing 

to understand how social systems actually function because we do not take into account 
one of their most basic processes: the interplay between informal, interpersonal 
networks and the formal, official social structures (p 32). 

Sherif (1987) provides a critique of the dominance of positivism in 

psychological research which applies in varying degrees to all of the social sciences. It 

points to the attempt by psychologists to emulate the research approaches used in the 

more prestigious sciences in the late nineteenth and early twentieth century, namely 

those focused on the physical world and the physical process of the organic world. This 

resulted in the promotion in psychology of methodology that rested on the "assumption 

that the causes of an event can be determined by breaking down the event into 

component parts, or elements, and studying those parts and their relationships to one 

another. The more `basic' these parts or elements are, the more `basic' is the inquiry" 

(p 43). The belief that knowledge can be created by studying parts, elements, or 

variables and by looking for laws as to how they are related resulted in a glorification of 
the experiment. 

In the experiment certain selected ̀ independent, ' presumably causative, elements are 
deliberately varied, while other possible choices are controlled or kept in a constant 
state. What this description of the experiment means is that in the human experiment 
much of what goes on is simply ignored (p 45). 

In contrast to the positivist approach, I wanted to bridge the gap between what 

are usually considered to be economic phenomena on the one hand and social 

phenomena on the other. Spillover from the economic sphere (workplace) to the 

social/community sphere (outside the workplace) necessitates crossing disciplines, 

particularly economic policy studies and social policy studies. 

Following Lewin's tradition, contemporary field of force theorists point to the 

need for alternative research methods to study society in a more "interconnected" way. 
Wheelan and Abt (1990) put it this way: 
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... the emphasis on empirical research deters investigation of macro-level variables due 
to the magnitude of the analysis and the difficulties encountered in trying to measure 
accurately the strengths of forces exerted at the macro level (Blumer, 1956). The study 
of social situations and structures does not, at present, easily lend itself to experimental, 
empirical research methods. 

The three dimensions that tend to be lacking in sociological and psychological research 
are time, place, and context. Also, we are inclined to view macro phenomena as 
independent variables rather than as interdependent processes in interaction with 
individuals at a specific time and in a specific place and context. The social structure is, 
in general, seen through the eyes of individuals, which ignores the reality of social and 
structural variables. 

Lewin would not approve of the overemphasis on individuals and disconnected, 
context-free analysis.... lie left us to take up the task of continuing to develop theory 
and methods to begin to understand psychological ecology (p 83). 

In their article tracing the origins of action research to Kurt Lewin, Peters and 
Robinson (1984) succinctly summarize Lewin's quest for ways of studying social 

phenomena in a more context-grounded way: 

Since he considered individuals' social behavior a function of their social perceptions, 
Lewin felt a researcher's task was the discovery of the meanings actors gave to events 
while they were acting. The relationships among these meanings and the objective 
events would vary across individuals and across social contexts. Ilence Lewin 
emphasized the importance of preserving the gestalt of the social phenomena-i. e., the 
background and context that the actors themselves used to derive meaning from their 
social environment (Peters and Robinson, 1984, p. 116). 

Developing the Lewinian view and studying the views within the alternative 

research paradigm since Lewin's time, Maguire (1987) identifies six characteristics 

which differentiate the alternative research paradigm from the dominant/positivist one: 
(i) subjectivity vs. objectivity; (ii) closeness to subject vs. researcher distance; (iii) 

uniqueness vs. generalizations or universality; (iv) qualitative vs. quantitative; (v) local 

self determination vs. social control; (vi) solidarity and action vs. impartial advice. 

(i) Alternative paradigm research posits that objectivity is an illusion since the 

subject of knowledge, the knower, is inseparable form the object, the known. In 

filtering the complexities of the real world being studied, "the scientist inevitably 

operates within the constraints of a perception-based paradigm with ideological and 

political underpinnings" (Patton, 1975, p 23). Alternative paradigm research 

acknowledges this and recognizes the importance of human subjectivity and 

consciousness in knowledge creation. 
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One of the co-researchers was clearly grasping this characteristic of alternative 

paradigm research when he made the following comment to me: 

You shouldn't hold back from expressing your ideas. I sense that you may be 
doing that. I understand you may be concerned with being objective, but I feel 
that in this kind of research you should share your ideas. The rest of us could 
just talk together, but what your role as facilitator should be is to give your 
ideas and therefore introduce something new for us to think about. 

(ii) Assuming that it is neither possible nor useful for the researcher to maintain 
distance, alternative paradigm researchers argue that close, empathic, interpersonal 

interchange and relationships are essential to gain meaningful insights into human 

interaction and the meaning people attach to their own behaviour (Maguire, 1987, p 20- 

21). 

(iii) The ultimate goal of dominant social science is with "outsiders" finding or 

making generalizations. Alternative paradigm science and research's concern with 

uniqueness, on the other hand, "brings the focus of research back to individuals and 

groups in the particular social context being investigated" (Maguire, p 22). This was 

referred to above in Section 4.3.1 as "local theory", a concept developed by Elden and 
Levin. 

(iv) Most researchers within both the dominant and alternative paradigms see a 

role for both quantitative and qualitative research methods. What differentiates them is 

the relative value or importance each places on quantitative versus qualitative methods. 
Because of the very high place in the methodology hierarchy given to quantitative 
methods by dominant/positivist researchers, positivist research has come to be 

identified almost exclusively with the collection and analysis of quantifiable data. 

Maguire quotes Patton with regard to this status hierarchy: "... the harder the data, the 

more scientific the results, and the higher the status" (Patton, 1975, p 12). This leads 

some within the dominant paradigm to avoid studying anything they cannot measure. 
Alternative paradigm researchers usually believe that there is a role for quantitative 

methods, but instead of these being the most important they are seen as only part of a 

more holistic methodology. Such a methodology places the greater importance on the 

qualitative methods for uncovering complex social phenomena which cannot be reduced 
to quantifiable component parts (Maguire, p 22). 
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In the spillover research, while the overwhelmingly predominant approach was 

qualitative, the group did include in its work the proposal to include a question about 

spillover on the union's quantitative survey. (See chapter 5. ) 

(v) Alternative paradigm research is concerned about the degree to which 
dominant/positivist research has knowingly or unknowingly reinforced social control by 

dominant groups within our society. Alternative paradigm researchers such as Maguire 

contend that "research is not a neutral tool for the creation of supposedly ̀ apolitical' 

knowledge" (1987, p 24). Instead they see the importance of participatory approaches in 

which the "outside" researcher and the participants more equally share both the process 

and product of the research. They feel that research should give less powerful people a 

tool for creating the knowledge about their reality. "In this way, research can become a 

tool for self-determined social transformation rather than for the maintenance of 
inequitable social relations" (1987, p 24). The following is an excerpt from the 

discussion following my explanation of this aspect of participatory action research: 

Linda: A core concern in participatory action research is power. This kind of 
research aims at shifting the power and control of decision-making 
increasingly into the hands of the participants. It is concerned with starting 
from the front lines and encouraging those at the grass roots (on the shop f oor) 
to make the decisions with regard to the direction they wish the research to go. 
Co-researcher 1: We are not used to things starting from the bottom up. 
Usually things are decided above and passed down so we become involved at a 
later stage, not usually at the beginning of planning. 

(vi) Finally, alternative paradigm research assumes that social science cannot be 

neutral, value-free, apolitical or impartial. Instead, it acknowledges a value bias in 

favour of promoting the empowerment of oppressed people as an explicit research goal. 
The dominant/positive paradigm expects researchers to produce knowledge in an 

objective, impartial manner and to remain detached with regard to how that knowledge 

is used. Maguire emphasizes that "researchers produce knowledge and knowledge, 

regardless of its form, is power". She aptly describes the hegemony of the dominant 

paradigm assumptions in the impartial advice versus solidarity and action debate: 

The researcher, consciously or not, is in quiet collusion with either those who have 
power or those who don't. Of course, many researchers never question the implications 
of their acceptance of dominant paradigm research assumptions. Their acceptance of 
the status quo is unconscious. Many are well-intentioned, caring, and concerned 
people, attempting to live up to the standards of their discipline to produce knowledge 
useful to the solutions of pressing social problems. Few are encouraged to `question 
the questions' or the philosophical underpinnings of social research (Maguire, p 25). 
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The value assumptions in the spillover research were explicitly based on the 

value premises to which the social policy theorist, Gil (1992), argues that social change 

should be directed-namely toward the left side of the value continua upon which 

social policies can be situated: 

" equality ................................................................... 
inequality 

" affirmation of community ............................................. selfishness 
and individuality 

" cooperation .............................................................. competition 
" liberty 

.................................................................... 
domination & exploitation 

(p 194). 

4.3.5 Validity and Rigour 

While participatory action research is rooted in unconventional theories of 
knowledge and science it is a scientific approach which is concerned about the rigour of 
its methods and the validity of its findings. In fact researchers working within this 

paradigm argue that one of the main reasons they have gravitated to it is out of a search 
for fuller and less distorted information than can be obtained using orthodox inquiry. 

This view is expressed by Reason (1988): 

The old world-view, with its fragmented and alienated mechanical metaphors, is 
discarded as we move into a participatory universe. But I think that this move can be 
seen as a synthesis in which, while much is negated and discarded, significant aspects 
are retained and re-integrated. For what we keep of the old scientific view are the 
ideals of critical and public knowledge. Indeed, the notion of critical subjectivity means 
that we are more demanding than orthodox science, insisting that valid inquiry is based 
on a very high degree of self-knowing, self-reflection, and co-operative criticism (p 13). 

He cautions, however, that since this kind of research is part of a different paradigm the 

work done within it cannot be evaluated according to ideas of the orthodox paradigm. 
Referring to Feyerabend (1978) he states: 

... paradigms are incommensurable; it is not possible to judge one paradigm in the terms 
of another. We will need to develop new criteria appropriate to the co-operative world- 
view (p 14). 

Ristock and Pennell (1996) cogently explain the inappropriateness for 

empowerment research of traditional conceptualizations of validity-particularly 

generalizability of findings beyond the research sample: 
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Generalizability of research findings is not a measure of validity for researchers who 
are critical of the universalizing and homogenizing tendencies of traditional 
approaches. Instead of asking whether the project design permits the researcher to 
uncover the truth, we ask how we can ensure that the research process has integrity. 
Our concern is not to bias the results in favour of a particular community, but to ensure 
that the information we gather will `ring true'-that it will resonate with the 
experiences of participants-and that we are accountable both to them and to the 
broader communities that may be affected by our research (1996, p 50). 

During the last two decades since Feyerabend identified the need for new 
criteria for assessing rigour and validity in participatory action research, many such 

criteria have been developed. There has been a tremendous expansion of the amount of 

participatory action research being conducted throughout the world resulting in the 

deepening of experience in use of ways of ensuring that research findings are indeed 

validated. 

Consistent with the new paradigm thinking, Ristock and Pennell have defined 

validity as 

the integrity and value of research; achieved through accountability both to the 
participants and to those who will be affected by the outcome (p 50). 

If the conventional benchmarks for rigour and validity do not hold for this kind of 

research, how can participatory action researchers ensure that the research process has 

been rigorous and the outcomes validated? Three ways identified by Dick (1996) are 
the cyclic process, triangulation and a constant search for disconfirming evidence. 

The cyclic nature of participatory action research is itself one of the primary 

sources of rigour. While there are several conceptualizations of that cyclic nature the 

one attributable to Carr and Kemmis (1986) is well known. They refer to the action 

research cycle as consisting of planning, action, observation and reflection. The cyclic 

procedure allows for action (including data collection) to be followed by critical 

reflection. The cycle is repeated several times. In fact, it is found that validity is 

enhanced as more cycles are used. There are sometimes smaller cycles within a cycle. 
Since each cycle provides "yet another chance to challenge the data and interpretations 

of the previous cycles" more cycles can result in more challenge or greater rigour, thus 

increasing the likelihood of the results being valid. There should be a preoccupation 

with rigour at every part of each cycle. For example, the planning step should include 

deciding how to test the data and interpretations from previous cycles. The resultant 
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plan "may include changes to your questions, your methods, the people involved... " 

(Dick 1996). At the action stage one should reflect about the action even as it is 

proceeding in order to ascertain if one is actually following the plan and whether one is 

achieving the intended outcomes. The action can then be changed in light of the 

reflected experience. During the reflection stage the researchers review and think 

critically about the goals they are pursuing, the data they collected, their interpretations, 

effectiveness of the methodology and methods and the people involved as participants 

and informants. They then decide their intentions for the next cycle (Dick, 1996). Dick 

points out that there is likely to be a higher degree of rigour achieved when the 

reflection in all three stages-plan, act/observe, reflect is done by all the participant 

researchers, not by a lead researcher alone. According to Heron (1988), for reflection 

to heighten rigour and validity, it must be done in a context of "authentic collaboration". 
This requires the use of good community development skills by the initiating researcher 
in ensuring that one member does not dominate the group discussions. A climate in 

which everyone feels comfortable to give frank opinions and ideas must be cultivated. 

A second way of providing rigour and ensuring validity is triangulation or use of 

multiple methods. Ristock and Pennell describe triangulation as "using multiple 

methods in order to obtain more thorough coverage of a subject by viewing it from 

different angles" (1997). For example, interviews, focus groups, surveys, document 

analysis and observation can all be used to generate the data being sought. This process 
is used to try to assess the consistency of the findings as well as `counter patterns' 
(Lather, 1991) or opposing points of view (Bond and Hart, 1995). Dick sees 

triangulation or use of multiple methods as just one of several ways of using multiple 

sources of information. They are: different methods of data collection, different 

methods or models of data interpretation, different informants, multiple case studies, 

equivalent information using different questions, overlapping information through 

different questions, different researchers, use of the literature as a source of 
disconfirming evidence (Dick 1996). "Dialectic" is another term used by Dick, as well 

as other authors, for the use of multiple data sources. This refers to the dialectal process 

as using multiple data sources within each cycle of the research. By comparing the data 

from the different sources the researcher can identify areas of agreement and 
disagreement. He suggests that if different sources agree, the researchers should search 
for exceptions to this in the next cycle by, for example, "asking questions which probe 

98 



specifically for exceptions. If (the sources) disagree, search for explanations... by asking 

questions which probe specifically for explanations" (Dick 1996). 

The multiple methods of data collection used in the spillover research include: 

document analysis (for example, articles in the local newspapers), transcribed 

discussions of the core research group, field notes from target group interviews, 

questionnaires completed by individuals and notes and transcriptions of individual 

interviews. Upon the research group's request the union agreed to add a question about 

spillover to its questionnaire which was administered to all the unionized Algoma Steel 

employees in May, 1998 with a 40% response rate. 

In addition to the use of multiple methods the co-researchers were aware of the 

need for data collection from different perspectives or sources. They wanted to question 

not just community residents, but plant employees as well: 

Co-researcher: With the answers to these questions [used to guide group 
interviews of target groups in the community] you've got outside people 
commenting on people who are actually using what they've learned [at Algoma 
Steel], but we haven't asked the people themselves [the ASI employees] how 
you feel about it. 
Linda: Well, maybe what we could do is try as much as possible to parallel the 
same questions. 
Co-researcher: Only make them direct to the person, the individual worker. 
Linda: And then we have some consistency on the same subjects, from the two 
angles. That's a really good idea. 

This resulted in a plan to interview the employees who are volunteers (referral agents) 
in the company's Employee Assistance Programme (EAP)'8 as a way to tap into 

employees' perception of spillover. 

The third strategy for increasing rigour is the search for disconfirming evidence 
in an attempt to prevent falsification and collusion. Heron (1988) has written 

extensively about measures that can be taken to this end. These include use of `devil's 

advocate' approaches and `bracketing'. Heron suggests ̀devil's advocate' procedures 

which can be adopted by a research group. One method is to have a `mace' which 

18 The Employee Assistance Programme, funded by Algoma Steel, provides counselling services to 
employees for personal problems. While the counselling is done by a professional counsellor the 
programme also includes a network of volunteer peer "referral agents" who are employees from the 
various departments in the plant. The referral agents meet once a month for training. They are to 
encourage fellow employees with problems to seek out the service of the EAP counsellor. 
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participants can individually decide to pick up indicating they wish to play the role of 

devil's advocate during the group reflection discussions. Another is to go around the 

circle allowing each participant an opportunity to challenge an evolving consensus. In 

the ASI Spillover Group there were members who spontaneously played that role 

without the formal adoption of a procedure. Had this not occurred, it would have been 

incumbent on me to institute a method such as those suggested by Heron. 

Heron considers ̀bracketing' to be an essential skill for action researchers to use 
in ensuring rigour and validity. It pertains to his view that there are three types of 
knowledge involved in the research process: propositional, experiential and practical. 19 

Drawing on Heron's work, Coleman (1993) explains that validity of the conclusions of 

co-operative inquiry is present when there is coherence between them and the 

participants' experience and action; that is, 

between the propositional knowledge asserted by the research conclusions, the 
experiential knowledge of the researchers as co-subjects, and with their practical 
knowledge in knowing how to act together in carrying out and communicating the 
results of the enquiry (Coleman 1991). 

The purpose of bracketing is to try to ensure that validation is not self-fulfilling. 
Bracketing acknowledges that I come to the research conscious of my values and 

assumptions, but I try to hold them "in abeyance" (Coleman, p 39). It involves putting 

aside my usual, or taken-for-granted ways of conceptualizing so that the findings can 

emerge as authentically and as undistorted by my preconceptions as possible. 

A fourth strategy for increasing rigour is consultation with other participatory 

action researchers. In this case, consultation with another student researcher, Gayle 

Broad, working on a related research project using the same methodology provided a 

great opportunity for critical reflection. We met for two to three hours on a weekly 
basis throughout the course of our research projects to critically reflect on the research 

process and its outcomes. We challenged each other's thinking as well as made 

suggestions for improving and deepening the process and analysis. This way of 

19 "Propositional knowledge is knowledge that something is the case and is expressed in statements: when 
formalized in research it tells us of the researched world. Experiential knowledge is knowledge by 
acquaintance, and is realized in face-to-face encounter with a person, place or thing: it tells us of the 
interplay between the posited world and the presented world. Practical knowledge is knowing how to do 
something, and is expressed in the exercise of some special skill: it tells us of the world-of-action. " 
(Ileron 1988) 
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enhancing rigour has been strongly recommended by authors such as Dick (1996) and 

Maguire (1987). 

4.4 How Participatory Action Research was used in the ASI Spillover Research 
Project 

Figure 4.2 illustrates the way in which the research developed. It consisted of 

three cycles, each starting with a planning stage which led to a stage of action and 

observing, followed by a period of reflection. 

Figure 4.2: Map of Spillover Research Process 
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4.4.1 Cycle One 

Plan: 

The planning part of cycle one was initiated solely by me (in consultation with 

my thesis advisor20 and a researcher21 conducting a related project) as the co-researchers 
had not yet been identified. The planning included the identification of tentative themes 

and concepts which I thought may emerge from the investigation, a search of literature 

pertaining to spillover and the selection of possible members for the research group. 

(a) identification of tentative themes and concepts: 

I was aware of the importance of not letting set concepts and themes limit and 
distort the full range of possibilities which the investigation might uncover. In this 

spirit, some tentative themes were in my mind as I approached the project. They were: 

transference of team-building, relational skills; heightened collectivist values and use of 

cooperative approaches; increased self-confidence or feelings of empowerment. 
Because the research group had not yet been constituted, I selected the initial themes on 

my own, partially influenced by some preliminary interviews. My initial plan, however, 

was to see what themes emerged in the first three meetings of the research group as they 
discussed their perceptions of and experiences with spillover. I summarized the themes 
identified by the group and laid them against my initial ones. By comparing the ideas 

expressed in the initial interviews with those discussed in the first three meetings of the 

research group I was trying to identify agreements and disagreements as to the main 
themes in the spillover as it is occurring outside Algoma Steel. In this way, Dick (1997) 

explains, as this process continues from cycle to cycle, each cycle begins by refining the 

questions. Themes may be put aside if they do not continue to be present, while new 

ones may be added as they emerge and continue to be present in subsequent cycles. In 

this project, new themes added were (a) the use of the Algoma Steel joint-process as a 

model for other organizations or workplaces; and, (b) the spillover from the community 

and workers' lives outside the workplace into Algoma Steel. 

(b) formation of research group: 

20 Danny Burns, School for Policy Studies 
21 During the same time period, Gayle Broad was conducting research for her PhD dissertation entitled: 
Stepping Outside the Safety Zone: Worker Ownership and Participation at Algoma Steel Inc. (2000). 
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From the first steps of the spillover research project I was concerned that the 

experience, as much as possible, be self-determining and empowering for the 

participants. One of the ways of beginning to give control to the participants was 

inherent in the way the research group was set up. Gayle Broad (2000), another student 

researcher initiating a related research project involving steelworkers from Algoma 

Steel, and I decided to identify twenty five people who would be coming to the research 

from a variety of perspectives and ask them to a meeting. At the meeting we explained 

the two research plans and asked each to select his or her preferred project. Nine of the 

attendees (not all twenty five attended) selected the spillover project, becoming my co- 

researchers. As a further way of shifting the balance of power in favour of the 

participants, the Algoma Steel Training Centre was chosen as the meeting location 

assuming that the participants would feel more comfortable "on their territory" in 

familiar surroundings. (All of them had already attended training sessions in that 

building, and the union had the lead role in the training. ) 

The eight co-researchers (one of the nine stopped after the second meeting) who 

constituted the core research group were all front-line workers from different work 

settings within the plant. Seven were members of Local Union 2251 (hourly workers) 

while one was from Local Union 2724 (salaried workers: middle management such as 

foremen or professional employees). The ethnic composition was varied including 

those who had immigrated from three different European (non-British) countries and 

one Indigenous. There was one woman. The original list of 25 names was selected 

according to the criteria that they not be in either senior management nor a union 

executive and that they be known to have personalities which would allow them to work 

collaboratively in a group. Some names were eliminated as it was thought they would 

dominate a group discussion, thereby inhibiting the participation of others in the group. 

As in community development, time was required for the research group to 

develop a feeling of sufficient trust for each other-to develop the "close, empathic, 

interpersonal interchange and relationships" to which Maguire (1987, p 20) refers. In a 

telephone conversation with one of the co-researchers prior to the third monthly 

meeting, he showed his awareness of the need for the co-researchers and I to first get to 

know each other before becoming too specific in our research planning: 

Linda: The discussions have been quite free flowing up to this point. I didn't 
want to influence the group too much and limit the possible ideas about 
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spillover that might emerge. Do you think we should start trying to focus more 
on how to proceed yet? 
Co-researcher 3: 1 think we still need a couple more times bf fairly free 
discussion so people become familiar with each other's experiences. Trust is 
not a problem, but we don't know each other and what each thinks, 
understands, experiences. Then you should rein in more to focus the 
discussions. 

A feminist socialist perspective kept me aware of the importance of "nourishing 

dailiness" (Reitsma-Street & Rogerson, 1999) by paying attention to the co-researchers' 

physical and emotional needs. ̀Dailiness' is a concept which refers to a mindfulness of 
the spaces and bodies in which people actually live (Aptheker, 1989). Homemade 

snacks, time for friendly interaction and informal conversation about things that had 

been going on in our daily lives at home, work and in the community helped all of us in 

the research group meet with each other as real people who have busy, multi- 
dimensional lives. Comments like this showed that attention to dailiness was 

appreciated: 

Co-researcher 5: With home baking here you can be sure that I'll keep 
attending the meetings. It makes for a pleasant atmosphere. 

Upon arriving at the beginning of a meeting one of the co-researchers said while 
looking at a plate of brownies on the table: 

Co-researcher 2: After work I had a meeting that lasted until now. I didn't have 
time for supper so I'm glad to see those brownies. 
Linda: Go ahead and have as many as you want. 

Act and Observe: 

For three months the group met once a month and discussed the kinds of 
spillover they had observed occurring since 1992. (The group continued to meet on a 
monthly basis, except for summers, in the subsequent cycles of the research process 
from October, 1997 to April, 1999. The total number of meetings of the research group 
was 15. Each meeting lasted approximately from 7: 00 p. m. to 9: 00 p. m. ) The 
discussions were taped and transcribed. They comprise some of the data and also served 
as the basis for the next step in cycle one, namely reflection. 

The education component at this stage involved considerable consciousness- 

raising in the form of an exchange between me and the co-researches or `inside 
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researchers'. The co-researchers provided information about themselves, their 

experiences at Algoma Steel as well as their lives outside of work. I provided 

information that pointed to the uniqueness of Algoma Steel as a social experiment in 

North America (including provision of copies of From Mondragon to America, 

MacLeod, 1997 for each co-researcher), information about spillover effects from 

cooperatives in Mondragon, Spain and the Evangeline district of Prince Edward Island, 

and about participatory research methodology. 

Co-researcher 3: Showing the video about Mondragon was a good idea. More 
educational input on your part would benefit the process. 

Reflect: 

The fourth and fifth monthly meetings reflected upon the observations 

summarized during the act and observe part of the cycle. This reflection consisted of 

(a) an educational component in which I explained in more detail the principles of 

participatory research methodology22 and (b) a clarification and critical analysis by the 

whole group of the emerging themes. This laid the groundwork for the beginning (or 

plan step) of the next cycle.. 

4.4.2 Cycle Two 

Plan: 

Planning for the `act and observe' part of cycle two began during the fifth 

meeting in which various possible actions to further the research were discussed. It was 

at this meeting that I became fully aware of the crucial role played by the "inside" 

participants in challenging the approach of the "outside" researcher and thereby having 

a determinant effect on the design and direction of the research. When I proposed an 

action plan three members of the group gave very convincing arguments as to why it 

would be premature. That proposal was to present the group's observations about 

spillover in the form of a display booth at a public community event (Sault Ste. Marie's 

first Homecoming Event) and survey those who saw the display to gather information 

about their observations of spillover. The group members felt that before taking such a 

step more information about spillover was needed. They thought that a more 

uA handout with a diagram of the participatory action research process shown as a spiral or series of 
cycles was given to the members of the research group. 
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appropriate plan for this stage of the research process would be to go to certain target 

groups (such as parents' groups, amateur sports associations, classes at the university) 

to conduct group interviews and distribute questionnaires in order to increase the scope 

and detail of the data. They also had concerns about making the public presentation at a 

booth under the union's banner due to the fact that the union was feeling some 

ambivalence about the success of the joint-process at that point. This was a clear 

example of Whyte's (1991) statement: 

In PAR, the researcher is constantly challenged by events and by ideas, information, and 
arguments posed by the project participants (p 42). 

The following is a quote from the meeting in which the action plan was made: 

Linda: What would be the kind of action aspect to this action research that you 
might want to undertake that we would then in turn observe the results or. 1'11 
open it up to you. 
Co-researcher 1: The list of themes of our observations: I don't know if it's 
clearly defined.... This is very broad. It's not very specific. Maybe we should 
have some examples, direct examples so we know where we're going to go with 
this, because I find these very broad statements and it could be true and it could 
not be true. It's the contribution from everyone in this group, but I'd like to 
hear some more examples. When we last met you said try to think of some 
other areas where you think there was spillover or recap what we already had 
discussed. I jotted some down. [Co-researcher 3] and I sat down and talked 
about it with... and he said let's write these down. 
Linda: Oh great. 
Co-researcher 1: We could approach target groups in the community to get 
more information about spillover. It would make sense to start in the places 
where we think spillover has been happening and ask people for more details 
and examples of it. 

Act and observe and reflect: 

At this point the participation began to shift quite noticeably from partial toward 
full. Participation in writing the questionnaires as well as in administering them to the 

target groups was very active and enthusiastic. The educational component in this stage 

was primarily experiential as the participants enhanced their research skills through 

practice. There was very lively discussion at the group meetings after the participants 
had begun conducting the interviews with target groups. There was good analysis, 
including concerns about ensuring validity. Suggestions were also made about 
improving the interviewing process. For example, during one of the research group 

meetings one co-researcher raised the issue of age and normal life span development as 
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a factor in the changes we were observing. Were spillover effects such as the 

steelworkers' increased interest in family and neighbourhood relationships and their 

"kinder, gentler" ways of interacting with others just a reflection of their age? 

As a result of the research group's reflection about whether the changed 

behaviour of the workers was simply due to ageing and normal human development 

over the life span, I found myself being particularly conscious of the concern and 

therefore trying harder to clarify the importance of that factor in the subsequent 
interviewing. This is an excerpt of the transcription of one such point in a group 
interview: 

Interviewee: I had one fellow one time come and chat with me. ... (W)e had 
always played ball together, drank together. We had partied and done that 
type of thing and I found it odd that through the training in listening skills that I 
had had that he ended up chatting that day. He was going through some hard 
times financially and with his wife.... I didn't want to just listen to him talk and 
every now and then if something opened I would suggest something and again 
that was from training. When he left he said, "You know I never knew you were 
like that".... he had seen the one side-the partier, the no-bullshit type and I 
guess I'd never shown him the personal side to me.... 
Linda:: So you say that was through the training-trying to take the time to 
get to know another person, using listening skills. 
Interviewee: Sure, .. just knowing when to talk and when to not talk, knowing 
that my outlook has changed a little bit. Before when I came on the job I 
thought one way and when I was off the job I thought another way, and now 
I've blended the two.... 
Linda: Well, that's really interesting to see that there's a blend and the blend 
is probably affecting you back inside too. You try things from the training in 
the plant and they. affect how you do things outside, and that affects how you 
bring it back inside. 

Interviewee: Well sure, you just become abetter person. 
Linda: When you said blending what do you mean? 
Interviewee: You are just a better person. I had always thought it was part of 
a stage in age where you first started out and cared about partying; then the 
responsibility of a family and then you worry about your children's education. 
Linda: So you said that you used to think it was more an age thing, but now 
you think it's not just an age thing? 
Interviewee: I think age is a factor. You know, when you are twenty and you 
think one way and at thirty, for me, it was depression and wondering where my 
life was going. Then you hit 40 and you know, from there you start thinking 
about being more involved in other things in life. 
Linda: But you think, given all that, another factor has been what you've got 
from 
Interviewee: from the instruction, certainly. When you see your job and life 
being threatened, then you start to realize that your life can turn around real 
quick and everything that you thought was solidified, that you had a 
foundation-that that could all be pulled away real quick. ... You start to 
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realize through the training that every little bit counts and that one voice can 
add to help out in the end and that I can make a difference. My working day 

and the job around me, I care more about how I do my job today than I ever 
did. My job has changed too, and I've challenged it and taken on another role 
and another opportunity came up and I said 1'd like to try that. That was the 
training 
Linda: That you wouldn't have had the confidence? 
Interviewee: I could have said, well someone else can do it. Someone always 
has and always will and it doesn't matter what 1 do. 
Linda: There had to be a change in culture in a way for you to feel comfortable 
to do that and have the inclination to do it. 
Interviewee: It certainly showed me a different side of life. I've done mining, 
worked in the coke ovens for 25 years now and now I'm in a different 
environment, I'm taking training. I'm doing something different than what I 
had done, so the change, and I give all that as part of the training, and the 
change is good. Whereas before, change was not good. If change was 
involved, it was a problem.. I'm not afraid of change now. I have the 
confidence to know that if something happened regardless of age I have the 
confidence to do something different now. 

Within cycle two there were mini cycles or loops, with each meeting and the 

interval between it and the next meeting being a mini cycle of plan, act, observe and 

reflect. For example, after co-researcher 2 and I had drafted a questionnaire (act), the 

group studied it (observe and reflect), a suggestion was made to add some questions 

about spillover in the family setting (plan): 

Co-researcher 3: 1 think we should all think about having some questions next 
time we meet in some way shape or form about the family and relationships 
with the family. 
Linda: Ya, good point. You can't think of anything right off the top of your 
head about that? 
Co-researcher 3: Questions about the family? Let me think about it because I 
just picked up my old sociology book the other day and I looked at the family 
and change. So I'll think of some questions. 

Another mini cycle occurred as the group received the reports from the first couple of 
interviews. We reflected on those observations and adjusted the plan by modifying the 

questionnaire slightly by adding a question about enhancement of spillover: 

Co-researcher 5: 1 kept trying to get on with the questionnaire and I was 
repeatedly shut down so there could be meaningful discourse. 
Linda: At first they looked kind of perplexed. That's why I can see the value of 
the discussion happening because then the lights were going on. Naturally they 
haven't thought about it and I think that this is making them think about it. A 
lot of them said: gee I hadn't even thought that that could be an effect. And by 
the end when we came to the question about overall is it positive or negative for 
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the community to have these changes,, they said well listening to what I've 
heard tonight I'd say it's very positive. So they were learning from each other 
and just hadn't even thought about it before. They asked a lot of questions of 
(co-researcher 5) as to whether this is unusual. Again they didn't realize that 
this is very unusual to have a workplace of this size to be doing this kind of 
change. I found it was a really educational experience for them. 
Co-researcher 5: Ya, I think a lot of lights were coming on. 
Linda: I was wondering about asking a question at the end as to whether they 
thought the discussion had affected their thinking about spillover. That might 
be useful to document too-people's reaction to doing these group interviews. 
Co-researcher 5: People do tend to compartmentalize their lives to extremes 
and not to notice how the effects of one part of their lives does lead Into the 
next for better or worse so they seem to catch onto this as being worthy of 
thinking about. I thought they got more into it. 

Similarly suggested improvements were made for ways of conducting the interviews. 

At the April 8,1998 meeting the group made plans for the remaining target 

groups: 

Linda: For the First Nation interview, maybe you [looking at co-researcher 6] 
and 1 could organize that one between now and the next meeting. 
Co-researcher 6: Sure, that's fine with me. 
Linda: ASCU credit union? 
Co-researcher 2: 1 can go there with someone. 
Linda: Ya? Good. Group Health Centre? 
Co-researcher 1: 1 can do that. 
Linda: Oh, great. For the EAP [Employee Assistance Programme] referral 
agents, I was wondering whether you [co-researcher 8] and I could meet with 
them because we might discover some things with regard to both participation 
in the programme but also family stuf, if they've noticed people talking about 
their personal lives and if they been using any of their new skills in their 
personal lives. 
Co-researcher 8: Sure, I'll do that one. Their meeting in May might work. 
Co-researcher 5: 1 wouldn't mind a shot at the staff at the union hall bar. 
Linda: And you've already done two classes at the university. 

During cycle two there was a deepening of the inquiry. The advantage of 
having multiple meetings of the research group as well as the multiple mini cycles of 

the research process allows for a clearer understanding of the approach being taken, a 
broadening of the scope and an intensification of detail. The following excerpt from the 

seventh monthly meeting of the research group is an example: 

Linda: Your idea of interviewing target groups seems to be stimulating a lot of 
discussion. 
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Co-researcher 1: Did you get anything out of it to say where we are heading? 
Linda: I think so. 
Co-researcherl: So we can pinpoint another area? 
Linda: In terms of other groups to do? 
Co-researcher 1: 1 mean we have a very narrow idea of spillover. I mean when 
I look back at what we've talked about as our idea of spillover, it's not much. 
That's what I gather from our discussion is there's not a lot there, but we'll 
start on this and see what else will come out of it. 
Linda: Do you mean that there are not that many themes or just that there are 
not that many examples for each theme? Which one? 
Co-researcher 1: Probably both, and this was what we said was that we'll go 
with this [the plan of interviewing target groups] and find out what the 
response is and see if there are other themes or whatever that come out of that. 
Linda: Um-hum 

Co-researcherl: And that's what we should look for because we don't know, I 
mean we're a small group and we've talked about probably the most obvious 
stuff that we've seen without really being sure that it is happening as a 
spillover. But there may be other people who would comment through these 
questions that may lead us to think that maybe there's another direction we can 
go where there might be some validity in the spillover. You get that from this 
trial. 
Linda: What 1'11 have to do is summarize the answers so that you can see if 
there are things that are new themes that come out. I forget just now whether 
there were things that wouldn't fit under the headings we already had. Some of 
them seem to be further examples of those headings. 
Co-researcher 1: And that's what we're looking for because we were getting 
bogged down in that very narrow circle of items that we initially discussed and 
we went around and around and we weren't going outside to see if there was 
anything else. 
Linda: Oh OX I thought that when you said that we needed more information 
that you felt the themes had to be fleshed out more, that there wasn't enough 
evidence of those things we had identified 
Co-researcher 1: On the ones we identified, but there may be more. 

Cycle two also saw a development of the group's enforcement of validity and 

rigour in the research process as illustrated in the following discussion: 

Co-researcher 1: You have to get the true spillover and give credit to the right 
source. One of the things reported from the interviews is that people have said 
that they know workers who got injured in the plant and could no longer do 
their old, different jobs were found for them and they thought that was a 
positive outcome of the New Algoma. But it's important to note that a lot of 
that was legislated-a duty to accommodate. It came out in the early 1990s. 
It's not like Algoma thought of it. The way you told me about it and the way 
those people in the interviews perceive it, it's as if it all came out of this joint 
process. 
Linda: Well that's why it's important to discuss the interview comments here. 
Co-researcher!: so you have to be careful how you tell the story. 
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Co-researcher 5: They did mention job security when they heard about injured 
people having other work to do and they thought that was a positive thing and 
from them came the fact that Algoma actually saved quite a bit of money by 
doing this very humane thing for its employees. 
Co-researcher 2: Well they did in one aspect save a lot of money on workers' 
compensation. 
Linda: (Co-researcher 1 's) point is that this came from legislation, not from 
the restructuring, not from the joint process. 
Co-researcher 1: Workers' compensation said that if someone is injured at 
work, there is a dutyfor the employer to accommodate that worker. So that 
meant that you had to do something beyond the normal process that you have 
for work available for people to find work for the person who's injured And 
that was the start of it. And from that the unions and the companies had to 
develop a process for accommodating workers. 
Co-researcher 4: But the restructuring process took over and dropped a few 
barriers that under normal conditions would probably still be there and would 
not allow individuals to cross the line and find actual work for this individual. 
A lot more flexibility. 
Co-researcher 1: Ya but it wasn't born out of restructuring and it wasn't born 

out of this joint participation. It was forced on them and because we were in 
the joint process we had to work together to figure out how this would work. 
Linda: If it was a different kind of work place where there wasn't that 
flexibility 

... 
Are there companies where it hasn't been achieved to the same 

extent? 
Co-researcher 1: I'm not aware of any. 
Linda: so Algoma is pretty common in terms of how companies are adapting to 
the new legislation? 
Co-researcher 1: 1 think we are. If companies aren't then they're breaking the 
law. 
Linda: Oh, OK, I guess we'd better not use that as an example then. 
Co-researcher 1: I'm just saying that to use that as an example... 
Linda: No, this would be inaccurate. 
Co-researcherl: I think it's natural that there's been some confusion about it 
through because it came along with the pay-cuts and the shares and the group 
discussions that did cross lines that had never been crossed before. 

4.4.3 Cycle Three 

Plan: 

At the beginning of Cycle Three the group decided to produce a report 

summarizing the findings from their research process. The report would have to have 

the agreement of all co-researchers. When approved by the group it could then be 

disseminated. 
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Act and Observe: 

I drew up a draft report to be read, discussed and changed by the research group. 

Based on the group's feedback the report was revised several times. It was also 

presented to and received comments from the group of co-researchers working on Gayle 

Broad's research. When it was in a form acceptable to everyone a list of places for 

distribution was made. They included the union executives, union staff reps, the EAP 

referral agents, any of the target'groups that wished to see it and the Sault Ste. Marie 

Building An Extraordinary Community (SSM-BEC)23 steering committee. Just as with 
the target interview, all co-researchers were invited to attend any of the presentations of 
the report. There was always at least one co-researcher present with me at each 
presentation. One of the outcomes of presenting the report to the SSM-BEC was that 
the report was posted as a link on the SSM-BEC website. Since that is part of the 

website for the City of Sault Ste. Marie the spillover report had the potential for a very 
broad exposure. 

Following one of the presentations of the report, a steelworker listening to it 

contacted me with an invitation to interview him about his experience with spillover. 
That individual interview provided a further in-depth explanation of how he had been 

using skills and experiences from the New Algoma in dealing with some family 

problems. 

Reflect: 

The last meeting of the research group focussed on a reflection about the 
research process. The primary concern was that it did not provide an opportunity for the 
research group to challenge those in the plant who are against the democratization (e. g. 
establishment of self-directed work groups, fuller participation of front-line workers). 
An example was given of a report that co-researcher 8 and I had made of the group 
interview with the EAP Referral Agents. In that report we had said that a member (Mr. 
X) of LU 2724 (a middle management employee) had shown contempt for the joint 

process and self-directed work groups, denying that they had important spillover 
consequences for the community. 

23 Building and Extraordinary Community is a broadly-based community consultation and strategic 
planning process with the goal of improving Sault Ste. Marie economically, socially and environmentally. 
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Co-researcher 1: What's there is valid, but to me I have a sense that it could 
have been more challenging. With (JQ it could have been a lot more 
challenging of what his thinking is and what his belief is because it's 
overlooked here. 
Co-researcher 3: The general theme obviously is the spillover as it would 
apply to the rank and file, because of the make-up of the people [in the research 
group]. 
Linda: And that's what it was intended to be since most research is not done 
through the eyes of the rank and file. 
Co-researcher 3: But still I would like to have had, and I'm only using X's 
name as an example, but the Xs, the Ys, the Ws [names of other middle 
management who were undermining the change process]. 
Co-researcher 2: If Y had been part of this I wouldn't have come. 
Co-researcher 3: I would like to have had them here because it's after hours, 
it's not in the workplace, it's on my own time, and I would really like to know 
what he really thinks of this [the research report]. I would really like to know. 
I would like to have entered into a discussion. 
Co-researcher 1: Not only that, the whole idea of "that's what you're saying? 
Now let's verify it" if he doesn't agree. "Now what do you have, and what do 
we have, and what are we going to do now to go out and verify these 2 opinions 
on this process ". We never got there because we didn't get into any 
challenging. 
Linda: Except when I brought his comments back to you I remember the night 
that we discussed the EAP report I mentioned what he said and you said that no 
matter what you would do he would never accept it. 
Co-researcher 1: But it would have been good for X to be part of this and to be 
part of the challenging and verifying. 
Linda: Ahhh, I get you. 
Co-researcher 1: OK? Because he still goes on believing that they saved 21 
million dollars and they didn't do it through self-directed work groups so that's 
why his process is better than this one. He'd have to go and verify. 
Linda: you mean to challenge those people. 
Co-researchers I and 2: Yes. 
Co-researcher 1: That's what was missing. 
Co-researcher 3: The microcosm of the community that you are referring to as 
a community, and that is reflected out in the community, the same kind of 
attitudes 
Linda: contested communities concept 
Co-researcher 5: Economics is the bottom line-saving the place we 
work-and someone like him is opposing the very process that we embarked on 
to save the place. That's very destructive. 
Co-researcher 6: Antagonizers. 
Linda: That could be a second part of a research process because someone like 
him can dominate-especially if you are trying to get views that aren't 
dominant in a society. I wonder if that could be a stage 2 of a participatory 
action research process. 
Co-researcher 3: could be but I would like to see it at stage 1. 
Linda: particularly for you since you are clear about your ideas. 
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Co-researcher 3: If 1 can't convince him, how can I possibly convince those 
outside that I am not only a good corporate citizen but I am a good citizen 
inside here and that I have rights and that I'm not just a consumer, not just a 
taxpayer. I'm also a worker who contributes to the community. How do I 
convince the Xs or Ys. He's just one guy and he just represents that mentality. 
Co-researcher 6: Some of them-it's just their way. It's not a matter of right 
or wrong or convincing them. It's just their way. 
Co-researcher 1: 1 think he can live with that kind of attitude. But I think that 
when we are told that a certain individual has said this... I think we should 
invite him to the next meeting and let him expound on those views that he has 
and let's tell him ours and let's say we've got to get into a verification process. 
And what is it? That's where you start to get into the meat. 
Co-researcher 3: Maybe what (co-researcher 1) is saying, is that part of the 
research would have been to recognize... 
Linda: to identify those contesting ideas to try to get them involved in the 
process so you can have a dialogue? 
Co-researcher 3: You could have had this process here with inviting certain 
guests. 
Co-researcher 6: To hear their personal views. 
Co-researcher 3: Something like that as a moderating... 
Co-researcher 1: Have a moderating panel. That's what you'd have to set up 
and then you'd let people at the end of it--I mean they would be prepared to 
have people ask them questions and we'd ask them to give us their summary. 
And then people would go and write up conclusions. We never really 
challenged anyone. 
Linda: But you challenged a lot. 
Co-researcher 1: But nobody challenged me. 
Co-researcher 3: But you had history which had to be respected. 

This interchange increased even more my already high respect for the co- 

researchers. They were thinking of the great potential for participatory action research 
to be challenging and transformative-to challenge the "power plays" (Ristock and 
Pennell, 1996) of those trying to undo the democratization of ASI. My greatest regret 

was that this research project was over when I wanted to take up with co-researchers 1 

and 2 the challenge they were proposing for the research process. 

4.4.4 General Comments 

I concur with the many participatory action researchers who have written about 
the importance of community development skills in doing this kind of research. I was 

constantly aware of the same attention paid in both community development and 

participatory action research to group process, individual contact with group members 
between meetings (particularly those absent from certain meetings), the need to foster a 
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climate of comfort and trust between the group members and between members and 

myself, facilitation of group discussions, the need to be aware of the union and 

community politics and maintain good relationships with union leaders and union staff 

representatives. Community development skills are obviously key if participation is to 

become as close as possible to what Elden and Levin (1991) and Pateman (1970) refer 

to as empowering or full participation. 

Participatory action research with its opportunity to delve deeply, through 

successive cycles of qualitative inquiry, into the richly textured terrain in which 

spillover was happening, was a very appropriate process for uncovering spillover 

effects. This conclusion is consistent with Elden's (1976) finding that field data 

revealed illustrations of several types of social learning beyond the workplace that 

survey data did not: 

Comparison of such consequences from survey versus field research shows that there 
are important types of political learning in work democracy beyond those tapped by 
political efficacy and personal potency scales (p 282). 

The discussions between Gayle Broad and I about our related research projects 

constituted a crucial aspect of the research process. They confirm the importance of 

relational learning which is presented in Chapter 6. We formed a developmental dyad 

(Bronfenbrenner, 1989) as explained in that chapter (section 6.2.2). The mutual 

stimulation and challenging of ideas and approaches, as well as the emotional 

encouragement and support which we gave each other, were unquestionably enriching 

and sustaining. The relationships which each of us had with helpful others also 

contributed enormously to both of our projects. 
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CHAPTER 5: SPILLOVER EFFECTS IDENTIFIED AND WHERE 
THEY OCCUR 

Experiences in one setting carry over into other settings... 
The most pervasive and potent primary settings in human societies are... the 
family and the workplace.... 

(Bronfenbrenner, 1996, pp 284-285) 

Co-researcher 1: 1 don't know if we could say that because people are 
kinder and gentler that we've accomplished a lot. Probably we have. 

The 1992 worker buyout of Algoma Steel was actually the beginning of a bold 

social experiment-in the sense of what Bronfenbrenner (1996) calls a "transforming 

experiment"24. It was bold in that it was an attempt to wrest control of the biggest chunk 

of the local economy from the whims of out-of-town decision-makers and put it under 

majority local control. This was a determined step to sustain the local economy and 

therefore Sault Ste. Marie and district. It was also bold in the sense that it undertook to 

transform the third largest Canadian steel plant, with over 5000 employees, into a more 

democratic workplace-in terms of decision-making and ownership. It was the first 

time a firm of its size in Canada became a worker buyout. 

Following the beginning of the "New Algoma" with its joint ownership and 

decision-making process, attention was primarily focused on whether or not this bold 

experiment would work. Could democratizing innovation, economic survival and local 

control all be achieved as outcomes of this experiment? Many local eyes cast their gaze 

on the "New Algoma". Several years later the attention of some individuals in the 

community began to widen from observing the social experiment in the plant solely 

within the workplace to noticing positive spillover effects of the experiment outside the 

plant gates. The economic spillover-especially in the form of jobs-had of course 

been planned. It was the initial motivation for the experiment. The other positive 

spillover effects-unintended consequences of the social experiment-were receiving 

less attention, but there were anecdotal reports of them taking place. I decided to 

empirically investigate positive ASI spillover by looking at the following questions: had 

there been any spillover, what forms did it take, how did it happen, what are the 

potential broader effects of spillover? 

24 "A transforming experiment involves the systematic alteration and restructuring of existing ecological 
systems in ways that challenge the forms of social organization, belief systems, and lifestyles prevailing 
in a particular culture or subculture" (Bronfenbrenner, 1996, p 41). 
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As outlined in chapter 4,1 conducted the inquiry-known as "the spillover 

research project"-in conjunction with a group of steelworkers who became my co- 

researchers. Together, using participatory action research, we produced a written 

summary of findings entitled Joint Process and Ownership: Benefits for Life Outside 

the Plant: Summary of Findings of the Algoma Steel Spillover Research Project 

(Gordon et al, 1999). This chapter presents an analysis of the inquiry's findings with 

regard to the forms and location of spillover identified. (Chapter 6 looks at the findings 

about how spillover was occurring, and Chapter 8 provides a conceptual reflection of 

the findings and examines potential broader effects of spillover. ) 

5.1 Definition of `Spillover' 

For the purpose of the Algoma Steel spillover research, "spillover" was defined 

as the transference of new experience (e. g. the experience of new relations, new 
decision-making processes), skills, attitudes, behaviours and values acquired in the 
"new" Algoma Steel workplace to life outside the workplace (Gordon et al, 1999, p 1). 

The research also looked at more purely "economic" spillover effects of the New 

Algoma. 

A point of clarification should be made at this point with regard to the term 
`positive spillover'. What is considered to be positive for the purpose of this work is 

determined by the author's value assumption that it is desirable to increase democracy 

and equality in all social relations, i. e. both inside and outside the workplace. To the 

extent that cultural changes to increase democratization and reduce unequal power 
relations within the plant spilled over into life outside, those spillover effects are 
considered positive by this thesis. 

5.2 `Definitely there' 

In all of the settings in which data was collected there was some evidence25 of 
positive spillover having occurred since the joint process began (Gordon et al, 1999, p 
18). The evidence included not just the perception of the co-researchers (Algoma Steel 

employees), but also perceptions of Sault and district residents who are not ASI 

25 Evidence which survived the disconfirming/confirming process referred to in Chapter 4: Methodology 
(section 4.3.5). 
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employees. The discussions of the group of eight, co-researchers and several-individual 

interviews are replete with examples of spillover. On the other hand there was more 

variation in terms of abundance or scarcity of examples given by respondents in the 

other research sites. Some of the group interviews and individual questionnaires 

produced relatively fewer examples, while other group interviews and questionnaires 

contributed more. In each group interviewed, however, there were always some people 

who provided examples of spillover effects. 

Our conclusion that spillover was definitely occurring was also consistent with 

answers to the spillover question placed on the 1998 union survey at the research 

project's request. In answer to the question "Has the soft-skills training you received at 

Algoma (for example problem solving and team building skills) been useful to you 

outside of Algoma, at home or in the community? " 45.7% of the respondents replied in 

the affirmative. 

Through the multiple methods the researchers were able to ascertain that 

spillover was happening. Although we did not try to measure it or determine causal 

relationships, we felt confident. that we did observe spillover occurring. Even the fact 

that in some of the community target group interviews it was a minority of the 

participants who claimed to have observed spillover effects may be an indication of 

those respondents' certainty. In those situations a challenging function was served by 

the fact that sometimes most of the group stated they had not been aware of spillover 

occurring and raised alternative explanations for the positive observations. The fact that 

the minority stuck to their perceptions in the face of such challenges adds to the validity 

of those perceptions. In other words, those in the minority were sure enough of the 

validity of their observations to withstand the influence of group pressure to revise their 

perceptions. Those who said they had not observed spillover effects gave ample 

permission to those who may have been uncertain of their observations to join the 

sometimes majority viewpoint and say "not that I have seen" or "I can't really say for 

sure". 

While one might conclude that the amount of spillover identified is not 

enormous, one might also conclude that in light of the strength of the current dominant 

neoliberal values (private ownership, rugged individualism and inequality), behaviours 
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(competitive, market oriented actions) and institutional arrangements (hierarchical 

decision-making organizational structures in education, health, religion, social agencies, 
businesses), the positive spillover we found may speak to the strength and 
transformative potential of the changes which were initiated in the New Algoma. One of 

the employees commented in this way about the enormity of the cultural transformation 

they were undertaking: 

Before the joint process the attitude in the Sault was 'if you are the sort of 
person who doesn't take any initiative and just wants to get by in life, then the 
place for you is at the end of Queen Street' All you'd have to do is show up for 
work and do as you are told. So it's not surprising that in 1992 people who had 
been expected to be passive and obedient before had dijflculty from one day to 
the next becoming interested in participating and taking initiatives to improve 
Algoma Steel. 

Similarly, one of the co-researchers saw this transformation taking considerable 
time: 

If you really talk about cultural changes and attitude changes generally it 
would take a good 10 years... That is an optimistic viewpoint, but still, 10 years 
is a long time. 

That there has definitely been spillover is consistent with the literature about the 
spillover of work experience (see chapter 2, section 2.3) and the literature about 
spillover of workplace democracy (see chapter 2, section 2.4) in the form of increased 

participation in the community. 

It is important to make a contextual comment about the spillover effects 
identified by this piece of research. Most of the data was collected during the years 
1997 and 1998. It would therefore be logical to assume that the researcher and co- 
researchers were encountering reports of spillover effects of what had happened in the 

plant in the period from 1992 to 1998. Members of the core research group were very 
concerned about what they perceived as a slowing down of the democratization process 
from 1995. By the end of the research process some of them described the process as 
going in reverse and assumed that spillover effects they were observing were primarily 
the result of changes made before 1996. 
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5.3 Even `Negative' Spillover may be Positive 

Included in the data are comments about the fact that some steelworkers were 

expressing, outside the workplace, feelings of frustration and stress due to the slow rate 

of cultural change within ASI and their efforts to effect change there. While some of 

those who made such comments described this as negative spillover, others said they 

thought the expressions of frustration and stress showed that those workers were 

grappling with the important issues of social change. Instead of `parking their brains at 

the plant gates' and resigning themselves to a passive acceptance of rule from above, 

they were expecting to be heard and were questioning and analyzing how the workplace 

could function more effectively, humanely and democratically. 

This is an excerpt from a discussion of the research group about the difference 

between stress experienced in the old culture and that stress created by the new 
decision-making process: 

Co-researcher 3: Before, I was told what to do. This is what I had to do, I did it 
and after I finished doing it I left and went home. Now if he tells us what to do 
we've got to all talk about it and see what we can do. 
Co-researcher 5: The responsibility was very stressful because before some 
people were kind of two persons. One was the person who 'checked his brain at 
the gate'. As the guys used to say, '1'm not here to think, I'm here to work, 
because that was what was expected of the individual. And two, we are all 
thinking human beings and very intelligent people. Because we do have very 
intelligent people on the shop floor, they just didn't pursue education that's all. 
Before the joint process they were being stressed and that stress created a lot 
of resentment as it was held inside with not much opportunity to express it. 
Nowadays that same individual, although he's speaking about other stress... 
he's part of the decision-making process..., but it's a different level of stress. It's 
a feeling good stress as opposed to a depression stress. 

An example of this kind of observation was given by a Sault resident in a group 
interview. He said that when he was with his friends from Algoma Steel during holidays 

spent at a wilderness camp, they talked more often about their workplace than they had 

prior to the worker buyout. He said that even though work at ASI had replaced fishing 

as the main topic of conversation, he was pleased to see how much thought they were 

putting into their experience. Even though they expressed frustration with what was 

taking place, he thought that overall they were enlivened by the experience as it was 

stimulating their thought processes and awareness. 
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In a similar vein, while some identified as undesirable the fact that some spouses 

and parents were bringing home too much of their concern and anxiety about what was 
happening at work, others saw it as positive. They considered the increased analysis 

and awareness of work relations as being very educational and heightening the 

consciousness of family members. One employee who is very actively involved in the 

New Algoma gave this example: 

My daughter now wants to know what's going on at the plant. She's going to 
be going on a tour of it next week. I also took her over to the union hall so she 
knows what's going on there. So now these kids are starting to ask questions. 
What's going on? 

Another employee pointed out that workers were previously not as likely to 
bring into the rest of their lives any discussion about work if the time spent at work was 

routine, boring, with nothing new happening. To him, discussion of workplace issues at 
home was positive. 

While the data did include a few examples of negative spillover effects- 
primarily stress, there was a wide range of positive spillover effects identified. They are 
discussed below under the following headings: spillover of changes in ownership, 
spillover of changes in decision-making and spillover in changes of work. 

Figure 5.1 Spillover Effects 

Spillover of changes of ownership 
" Economic spillover 
" Spillover of ownership structure 
" Spillover of collectivist values 

Spillover of changes in decision-making 

Spillover of changes in work 
" Spillover of skills 
" Spillover of increased confidence 
" Spillover of new valuing of relational work 
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5.4 Spillover of Changes in Ownership 

5.4.1 Economic Spillover 

One of the most commonly reported observations of spillover of the worker 
buyout is the obviously positive effect on the local economy, particularly in terms of 

employment, wealth creation and provision of a material base for public institutions. 

Many residents of Sault Ste. Marie and the surrounding district are aware of the fact that 

the joint-process/worker buyout is responsible for the survival of Algoma Steel as it 

exists today and therefore the survival of Sault Ste. Marie at its present size. Although 

some people commented that a private purchaser might have bought the steel plant, 

most acknowledge that the result would have been a workplace with a dramatically 

smaller number of employees. The most likely buyers would have been competing steel 

companies. Such an owner would have most likely eliminated most of the components 

of the Algoma steel works and continued using those which would best complement 

their operations at their primary sites hundreds of miles away. 

Since the primary goal of the union and its members in pursuing the worker 
buyout route was to maintain jobs, they insisted on having job security included in the 

collective agreement. When new labour-saving technology was introduced alternative 

work within ASI had to be found for them. One of the union staff representatives 

explained: 

If we can find a way to make these people productive someplace else 
then... you've reduced the number of man [sic] hours and you haven't 
eliminated the people. Those people have gone to add value someplace 
else .... Job losses are now a problem that you have to deal with because you 
can't send them home so if this new system is going to eliminate jobs then you 
need to have a plan to deal with those people who have been affected. 

So we say to management, instead of just casting workers onto welfare or 
unemployment rolls you have to have a plan. If you don't have a plan then we're 
probably not going to go ahead with the project. You haven't thought it 
through because that's not the end ofyour responsibility. Your responsibility is 
not just to reduce the cost.... it's the manager's job to identify ways to improve 
productivity. It's our [the union's] job to say OK we can agree with you as long 
as it doesn't have a negative impact on people's employment status. That may 
mean doing a new and different job, but something that adds value. 

Many of those interviewed were well aware of the employment multiplier effect 

of the Sault's largest employer in the form of sustaining other jobs in the city and 
district. 
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By the time someone retires from the plant that's another person staying in 
town paying taxes and making a decent income... buying stuff, using services. 
They're staying here; they're not packing up and leaving. Every time you lay 

somebody off they're packing up and leaving for the most part. They're gone to 
search for another job. 

In a 1996 publication Williams and You found the Algoma Steel employment 

multiplier in Sault Ste. Marie to be 2.1. In 1992 estimates showed that closing the plant 

would have resulted in the loss of 23,100 jobs-7,800 at Algoma Steel and 15,300 in 

Sault Ste. Marie and other parts of Ontario (McCartney, 1996, p 238). Municipal tax 

loss is another indicator of the devastating economic impact Algoma's closure would 
have had on Sault Ste. Marie. In 1991 Algoma Steel's "municipal taxes amounted to 

about 20% of the overall taxes of the city, not including the property taxes paid by 

Algoma's employees (Quarter, 1995, p 122). 

A community resident in one of the group interviews wrote the following 

comment on the questionnaire: 

If Algoma Steel was not operating in Sault Ste. Marie, the spillover would be 
overwhelmingly native. 

Another observed that: 

Being involved in a small business-automobile repairs garage for several 
years I have noticed the effect of Algoma Steel on the business. During the 
strike [112 days in 1990] the phone just stopped ringing. No one called to book 
times to bring their vehicles in for repairs. We had no customers. 

Similarly the co-researchers reflected on the extent of the economic spillover: 

Co-researcher 3: The first effect on the community was obviously the business 
people, you know small business. The first ones were the ones we utilize as 
contractors for Algoma Steel, and too the small businessmen outside. I'm sure 
they were always thinking that when Algoma Steel first started on this venture 
that they didn't know what was going to happen. They were probably living 
month by month or year by year for awhile. I can remember at that time 
nothing was really moving. Houses weren't moving, it was a buyers' market for 
a lot of people out there. If you needed someone to do some work for you, you 
know construction, it was easy to find one at that time because everyone was 
willing to do something different in case Algoma went down... 
It has an impact on the economy... You have to buy groceries, pay your 
mortgage, pay your car and so does everyone else and that's a big one. When 
Algoma shook, obviously the business community had to be aware of that 
because you're talking at the time about 8,000 people. There were lots of 
machine shops that lived for Algoma and they went belly up.... 
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Just before the employee buyout there were a lot of telephone calls going 
around between Algoma Steel, the government and the city. They didn't want to 
lose a 7-8000 employer here in this town. 
Co-researcher 5: In fact there's a model that Ativ Kubursi [an economist from 
McMaster University] developed He modelled the effects of an industry shut 
down and it just goes out like a spider's web on everything that it touches- 
family, social, economic. 
Co-researcher 4: If Algoma went under, this would become a ghost town. 

Clearly there are countless benefits for individuals and their communities when 

employment levels are high. Complete closures or severe reduction in services of 

hospitals, schools, post-secondary institutions, churches, banks, post offices, 

recreational facilities, public transportation, social agencies constantly occur in smaller 

cities and towns when major workplaces close down or decrease in size. Since social 

networks exist in relation to each of these service institutions they all contribute to the 

social fabric or stock of social capital of the local community. People become 

acquaintances and friends as they interact at or by means of public transportation, local 

hospitals, educational institutions, churches, banks, post offices, recreation facilities, 

and so on. The continued existence of these services within the community therefore 

contributes significantly to the very social networks and relationships which can sustain 

and enhance the kinds of spillover effects identified from the New Algoma. The 

mutually reinforcing dynamic referred to in section 6.3: "Two-way character of 

spillover" speaks to the positive effects of maintaining high employment levels for 

social development both inside and outside the workplace. 

Maintaining adequate levels and security of employment is essential not only to 

sustain healthy communities but also healthy individuals. As mentioned in Chapter 2: 

Review of Literature Relevant to Spillover, there is copious evidence of the relationship 

between being employed and being physically and psychologically healthy. 26 In the 

case of Sault Ste. Marie, keeping Algoma Steel's employment capacity from shrinking 

or disappearing altogether was not just related to employment as a determinant of 

health, but also to another determinant of health: social relations and social support 

(Armstrong and Armstrong, 2003, pp 13-14). The role of family, friendship and 

26 Ontario Premier's Council on Health Strategy, Nurturing Health: A Framework on the Determinants of 
Health. Toronto: 1991 and Robert L. Jin, Chandrakant P Shah, and Tomislav J. Svoboda, `The Impact of 
Unemployment on Health: A Review of the Evidence', Canadian Medical Association Journal 153,5 (1 
Sept. 1995): 529-40. 
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community ties in relation to people's health would be undermined if the Sault's largest 

employer shut down, accompanied by loss of jobs from the ASI employment multiplier 

effect. The stress of being unemployed and moving to other places in search of 

employment would be compounded by the stress of having to develop new social ties. 

The health of those remaining in a dramatically shrunken population of Sault Ste. Marie 

would also be affected by loss of proximity to relatives and friends who had left and the 

resultant damage or disintegration of their social networks. From the social capital 
literature's perspective, there would be a diminution of the social capital reserves with 

all the consequent effects for the health of civil society (Putnam, 2000). From feminist 

caring literature the undervalued caring work would be concentrated in the hands of 
fewer people-primarily women-thus further threatening their health and well-being 
(Neysmith, 2000; Armstrong and Armstrong, 2003). 

The worker buyout at Algoma Steel can be seen as a determined gesture of a 

community of steelworkers, their families and other Sault Ste. Marie residents to 

maintain their workplace and maintain it at a size sufficient to sustain the kind of city in 

which they had become accustomed to living. In this sense it can be considered a form 

of community economic development (CED) as explicated by Shragge (1993). He 

describes CED as a response to the failure of advanced capitalism to meet the basic 

needs of a growing part of the population. "Global economic forces and the 
internationalization of the economy have had devastating consequences for local 

community life. The industrial base, in many areas, has been wiped out... " (p 7). This 

is the result of "the type of economic system that puts the quest for profit over the needs 

of people... " (p 7). Nozick (1993) elaborates on the same theme: that during the last 

couple of decades global economic restructuring has been "based on the precept that the 

world is no longer made up of cities, regions, or even countries, but a single world order 
dominated by international trading blocks, transnational corporations, free trade and 

mass consumerism. " She describes the effects of this trend: "communities are breaking 

apart under the strain of outward-pulling forces of global economic development... ". 

One of the primary causes is "declining local economies due to deindustrialization and 

the draining of wealth out of our communities by large, outside-owned corporations" (p 

19). It is not surprising that Sault residents were very enthusiastic about the move by 

steelworkers to put Algoma Steel under local control by way of their purchase of 

majority shares. In the face of plant closures, Shragge (1993) points out that an effective 
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CED strategy is to generate investment in the local community (p 8). The Algoma story 

is certainly one such example since investment in Algoma Steel by steelworkers, the 

banks and governments (on the urging of the local politicians and the Community 

Action Team) was seen as investment in the local community. It was a clear example 

of local steelworkers and others in the Sault trying to keep control of their local 

economy. "Gaining economic self-reliance: reclaiming ownership of our communities" 
is the first of five principles or action areas in Nozick's framework for building 

sustainable communities (p 20). 

5.4.2 Spillover of Ownership Structure 

(i) ownership structure presented as an alternative in texts and discourse about 
economic arrangements 

Majority employee ownership, accompanied by a significant governance role for 

the union, made Algoma Steel unique among large North American industrial 

corporations. The unique ownership structure caught the attention of academics, 

researchers, business administrators, human resource professionals and unions 

nationally and internationally. Representatives from Algoma Steel and USWA have 

been invited to speak at meetings and conferences in other parts of Canada, England, 

United States, Hungary, Italy, and South America. Accounts have been written by 

authors and journalists from several countries. The following are illustrations of the 

ways Algoma Steel has served as an example of the fact that alternative economic 

ownership arrangements are possible-alternative to the dominant corporate ownership 

structure. 

In books about economic alternatives, two Canadian academics have given a 

very prominent position to the uniqueness of the Algoma ownership model in the 

Canadian economic landscape. Quarter (1995) selected Algoma Steel as one of the five 

case studies that form the basis of his book about unionized employee ownership and 
investment funds-Crossing the Line. He outlines the unique features of the Algoma 

buyout: 

With nearly 6000 employees in 1992, it became the largest worker buyout in this 
country. Algoma was not just any company. It was Canada's third largest steel maker, 
and one with a long history .... The circumstances surrounding the buyout of the 
company in 1992 also added to its uniqueness. -Although buyouts in unionized 
companies typically involve a level of support from the locals, it is usually the case that 
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management takes the lead in organizing the buyout with the co-operation of the union. 
At Algoma, by contrast, the roles were reversed and the initiative came from the union, 
with management in a secondary role. Therefore, Algoma was a classic example of 
labour entrepreneurship, with the national office of the Steelworkers serving the 
entrepreneurial role on behalf of its members. In contrast to the typical entrepreneur, 
the primary objective of the union was not to make money for investors, although this 
would happen if the buyout were to succeed, but rather to sustain jobs for its members 
(pp 106-107). 

Similarly, MacLeod (1997), in From Mondragon to America, selected Algoma Steel as 

one of five examples of alternative financial initiatives in North America: 

... a plan was worked out for what was to be the biggest worker buy-out in Canada. 

... Outside of Quebec this is the only worker-shareholder cooperative in Canada... . The 
Cooperative structure and the labour union structure are closely intertwined, with the 
national president of the International Steelworkers Union, or his delegate, serving 
automatically as chairperson of the cooperative. Through this complex structure the 
workers are guaranteed a real role in the operation of the company (pp 123-124). 

The Algoma model has also been used in videos and television programmes exposing 

more democratic ownership structures. Finally, during public presentations about 
"Globalization and Sault Ste. Marie", in November, 1998, former Premier of Ontario, 

Bob Rae and United Steelworkers of America (USWA) International Secretary- 

Treasurer, Leo Gerard, used the Algoma model as the primary example of how local 

communities can gain some control of their local economies. 

These were instances of the Algoma model being used as an example of an 

alternative to the dominant institutional arrangements found in heavy industry. The 

creation of more democratic alternatives helps people to become aware that the present 
dominant arrangements are not to be taken for granted as the only possibility. The fact 

that the very existence of alternatives becomes exposed in the form of printed text, film 

and public presentations as oppositional discourse can create some of the uncertainty 
required to negate the thinking that `there is no alternative'. This may serve as a way of, 

as Mathieson (1974) puts it, presenting an alternative vision that can actually compete 

and be "defined in" rather than being "defined out" (p. 23). Mathieson contrasts this 

approach with social change efforts which present contradictory visions in ways that 

result in them being defined out as irrelevant or noncompeting and therefore ignored. 

Dobash and Dobash (1988) draws on both Mathieson and John Stuart Mill in this 

regard: 
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John Stuart Mill recognized the difficulty in putting what we call a Competing 
Contradiction when he observed: "In every respect the burden is hard on those who 
attack an almost universal opinion. They must be very fortunate as well as unusually 
capable if they obtain a hearing at all" (p 65). 

Granted, the audience of the media in which the Algoma model has been presented is 

not vast, but it has constituted a limited hearing rather than no hearing at all. 

(ii) plug-ins to some community power as a result of being part owners of ASI 

Their status as co-owners of Algoma Steel has provided the workers with 

entitlement to representation on some community organizations. Several organizations 

which had previously solicited Algoma Steel (due to its importance as the city's biggest 

employer) `company' representation, in the form of management delegates, now are 

obliged to include union representation as well. The requirements that the joint-process 

sets for equal representation has resulted in unionized employees sharing some of the 

power in some community organizations. In a small way this is a move in the direction 

of a more equitable distribution of community power. Some working class people are 

now sitting on, or having a say about, those selected for boards and councils that are 

overwhelmingly composed of those in more powerful locations within society's power 

structures. 

For example, Algoma Steel used to be represented on the Chamber of 
Commerce solely by management. When the joint process was established in 1992, the 

new Algoma decided to suspend its representation on the Chamber since that form of 

representation would not have been consistent with joint ownership. In 1998 Algoma 

decided to rejoin the Chamber by having joint management-union representation. Paul 

Finley, Vice President for Finance, is the management representative and Denis 

Desjardins, Union Co-ordinator, USWA, is the union representative. The following is a 

quotation from one of the research interviewees referring to the new union 

representation on the Chamber: 

A lot of the folks that are on the Chamber of Commerce live in a dream world. 
This is an opportunity that Algoma [Steel] can give us to change society, to 
change how people thinly It's creating an opportunityfor us to get our noses in 
the door where it never was before and then we can prove ourselves. 
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The union is now represented on other committees or organizations involving 

relations between the company and the community. Three examples are the 

Multimodal Committee, the Algoma Steel Property Committee and the Wawa 

Adjustment Committee. The Multimodal Committee was set up to investigate the 

feasibility of establishing a multimodal transportation facility in Sault Ste. Marie. 

Having union representation on that committee ensures union involvement in an aspect 

of municipal affairs. Having a representative on the Algoma Property committee allows 
the union to participate in decisions about whether any land owned by Algoma Steel 

should be made available for economic development purposes. Finally, a union 

representative sits on the Wawa Adjustment Committee representing Algoma Steel 

along with management representation in the corporation's meetings with government 
departments to find ways of alleviating the economic and social consequences for 

Wawa of the closure of Algoma Ore Division. 

Other instances occur on an ad hoc basis. During the course of the spillover 

research project, for example, both management and union representatives from 

Algoma Steel were asked to be part of the committee which organized the first Sault 
Ste. Marie Homecoming Event in 1998-a major public event for the city. Previously 

the union would not have been involved at the organizing committee level. 

I brought up another current example at a research group meeting: 

Linda: When you mentioned about the workers being invited to officially 
represent ASI I was thinking that Algoma University's academic planning 
committee will be consulting with Algoma Steel next Tuesday in relation to 
developing our academic plan, asking for advice as what we, as a university, 
should focus on. So from Algoma Steel it's going to be both Sandy Adam 
(CEO) and Steve Boniferro (USWA) who will be meeting with us. Both the 
management and the union will be present. Before the New Algoma, Algoma 
University would not have been meeting with both; it would have just been 
Sandy Adam whom they would have met in the past. The union would not have 
been included. 
Co-researcher 1: I'm not even sure whether they would have brought Sandy 
Adam. I don't know if you would have had the CEO. I think you would have 
gotten... 
Linda: Some middle management person? 
Co-researcher 1: Yup, that's probably who you would have gotten. Someone 
who directs education, training, something along that line. Well, what has 
happened now is you have the union representative who is from the 
International Steelworkers, which means that his counterpart has to be an 
executive of the corporation. 
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Linda: It's like when heads of states meet, you can't put the Prime Minister and 
a non-Prime minister. It has to be the same level. So you've got international 
union and senior management. 
Co-researcher 1: That's right, it does have to be. So in the community if you've 
got Steve Boniferro representing the international then you have to get one of 
the top-notch players from Algoma to go along with him. Otherwise one 
without the other is going to be useless. 

These are examples of areas of community affairs and decision-making in which 
the union would not have been involved before the employee buyout. The increased 

representational power spilled over from the workplace joint-ownership structure to 

some community decision-making bodies. 

(iii) feelings of pride in being employee-owners 

Many of the friends and family members of steelworkers questioned in different 

contexts found that the steelworkers they knew were proud to be employee-owners. For 

example, one respondent said that after the employee buyout ASI employees with 

whom he plays hockey thought of Algoma Steel as not just "the plant" since they began 

owning shares in it. They saw themselves as having a vested interest in it since 
becoming employee owners. The feeling of pride was also identified in a group 
interview of employees' children. 

Since the employees bought the shares and part of running the plant, my father 
is very proud to be working at Algoma Steel. He also said he would be happy if 
one of us [his children] worked there. I don't think he would have felt that way 
before it changed. 

Similarly in group interviews of students at Algoma University, children and spouses of 

steelworkers the following comments were made: 

Definitely, my father is feeling more confident and more secure. For him work 
at the plant is now not degrading. 
I know a couple of individuals working at the plant who are prouder. 

This is consistent with Greenberg's (1986) study of plywood cooperatives which 
found worker-shareholders valuing their ownership of the means of production: "The 

worker-shareholder is not a wage laborer. This situation is recognized and deeply valued 
by worker-shareholders: ̀ I don't work for nobody else, I work for myself" (p 75). 
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One of the co-researchers, during a research group meeting, commented on the 

way steelworkers feel they had been perceived by the outside community prior to the 

worker takeover: 

We've had a really bad image from the past. Algoma had a bad image from 
outside. When we work at Algoma Steel we don't work; we sleep in there. 

In contrast to this image they felt that what they had done to save the plant and thereby 

the survival of the city and district's economy put them in a very different light. When I 

pointed out how unusual it is for a worker-takeover with such a huge workforce in the 

steel industry to have survived for close to ten years, with modest pride one of the co- 

researchers said: 

We don't know the full significance of what we have done or we really don't 
understand how special it is. 

Wajcman (1983) found similar sentiments expressed by the founding members of the 
Fakenham co-operative, though not by the other members. The founding members felt 

"a pride in proving by example that a factory could be run co-operatively by its 

workers" (p 158). 

In the Algoma Steel case, the feeling of pride in being employee owners was 
observed to be decreasing as the percentage of employee-owned shares declined. This 

point is identified in chapter 6 as one of the factors influencing how spillover occurred. 

(iv) precedent-setting role of legal changes 

An important spillover effect of the Algoma employee buyout was the 

precedent-setting role of the legal changes which had to be made by both the provincial 

and federal governments in order to make the employee ownership possible. The 

special legal measures that had to be taken at the cabinet level dramatically illustrate the 
dearth of legal and policy provisions allowing employee buyouts and ownerships to take 

place. The benefits of this experiment go beyond the single experience of Algoma Steel 

by removing some institutional obstacles in the legal sphere for future groups of 

employees considering similar ventures. 

(v) creation of the First Ontario Fund 
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The creation of the First Ontario Fund can also be seen as a spillover. effect of 

, 
the Algoma buyout. When the plans were being made for employee ownership of 

{Algoma 
Steel there was no capital fund in Ontario that could be used for workers to buy 

their companies. The Algoma experience drew attention to that need and contributed to 

the establishment of the First Ontario Fund-a Labour Sponsored Investment Fund with 

significant tax incentives for investors. Ken Delaney, the Steelworkers' research director 

at the time of the negotiations for the Algoma buyout, spearheaded the creation of the 

First Ontario Fund. It was established in 1994, and is sponsored by the following five 

unions: the United Steelworkers of America - District 6, the Communications, Energy 

and Paperworkers' Union of Canada, the Service Employees International Union, the 

Power Workers' Union, and the Brewery, General and Professional Workers' Union, as 

well as the Ontario Worker Co-operative Federation. It provides risk capital to small 

and medium-sized Ontario businesses. First Ontario is "particularly interested in 

opportunities that save jobs or create new ones.... [It] prefers to finance expansions, 

buyouts or restructuring, but will consider start-ups in the co-op sector" (First Ontario 

Fund). It has provided capital funds for several worker buyouts. 

(vi) discussion of these findings: 

The findings about spillover of changes in ownership structure, as well as those 

about changes in decision-making outlined below (section 5.4) are consistent with 

theoretical work of sociologists such as Smith (1987), C. Wright Mills (1975) and 

Mathiesen (1974), social psychologists such as Bronfenbrenner (1989,1996) and 

Vygotsky (1978) and social policy theorists such as Gil (1992). Their work theorizes 

about the ways in which changes in certain spheres, systems or social institutions of 

society affect others. Gil (1992) claims that changes in guiding principles and ways of 

ownership and governance in one social institution such as work may, but do not 

necessarily, result in a modification of principles and ways in other institutions such as 

community organizations. Smith conceptualizes the connection between governance in 

various institutions and sectors of human society in terms of "relations of ruling. " She 

claims that there is a set of positions in the social structures "that `rule' (manage, 

administrate, organize, and otherwise control). These constitute the bases of common 

perspectives" (1987, p 56). Those who occupy such positions, for example owners of 

workplaces or members of community governance structures, share a common view of 
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how things should be done. The notion that labour has' claims to'ownership and a voice 
in decision-making is strikingly foreign within the ways of thinking of those who 

usually rule social institutions in capitalist societies. This introduces what Mathiesen 

calls a "competing idea" or a foot in the door for those whose voices, as Smith (1987) 

puts it, are usually kept silent: 

It is important to keep in mind that we are not talking about the control of ideas in an 
abstract sense. Rather, we are talking about control over the means of producing and 
disseminating ideas and images-that is, control over the educational process, over the 
media, and so on. The silence of those outside the apparatus is a silence in part 
materially organized by the preemption, indeed virtual monopoly, of communications 
media and the educational process as part of the ruling apparatus (p 57). 

Being owners in their workplace placed ASI unionized employees in a position in 

which they potentially had a foot in the door of the relations of ruling as manifested in 

their workplace. That in turn provided some possibilities for them and the joint-process 

model to gain a little access to other sites of governance and power because those places 
had to modify their ways of being "materially organized" by accepting union 
representation or because the model had gained some credibility from being applied in 

such a large and important industrial firm. 

The spillover of changes in ownership structure and decision-making process to 

other institutions can be seen in Bronfenbrenner's terms as potentially being written into 
"a revised societal blueprint" of social organization in its various sites (1996, p 291). 

5.4.3 Spillover of New Values of Collectivism, Co-operation, Working together for 
the Common Good versus Rugged Individualism 

In 1991, the steelworkers decided to collectively buy shares in their workplace 
resulting in them collectively owning 60% of Algoma Steel Inc. In a society in which 
individual private ownership is the dominant form of ownership of productive property, 
this co-operative venture flies in the face of, mainstream, values of competitive 
individualism. The research group reflected on their collective action in buying out the 

plant and how this action was perceived by the outside community: 

Co-researcher 3: 1 think North American culture is always based on the 
individual. I think what you're seeing at Algoma Steel is a collective effort. 
And in order to be a collective effort, you've got to try to be at least of one 
mind, of one effort, of one goal, of one objective. And that's what builds 
community. That's what builds a team. That's what gets it going. So what 
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we're trying to find is that common ground that we have so that we can as 
individuals say this is what, we have but as a collective where are we going? 
Where are we going with this one thinking? Back in 1991 one of the things that 
we had to decide was to give up money. It was 2.89 an hour, 14%, that people 
had to give up. That represented in my pocket 6000 bucks, if not more, but I 

give it a rough calculation. Six years passed; I'm $36,000 in the hole. I could 
have done a lot of things with $36,000, but there were approximately 5000 

other brothers and sisters that did the same thing. That's a lot of money that I 

gave up. I'm hoping that I didn't just buy back my job, but if I did that's fine 
because it kept other people employed while doing that. Even that alone was 
something. And when we went and voted, 70% of the Algoma population, if I 

remember correctly, voted to give up that money. So the idea was that we have 

given up something. So a community of Algoma Steel gave up something and I 
think that's probably what designates it-Algoma-as a community: it gave tip 
something. You have to; a community sacrifices something for the better good 
of something else... 
Co-researcher 4: One has to keep in perspective that there has been a major 
culture change for all of us.... We do have negatives in the workplace, but I 
don't see those negatives being brought onto the city at large. Those are our 
internal squabbles and outside that I see... we still have a major PR problem: 
our image is that we still all go to Algoma to sleep; none of us goes there to 
work.... That image is still out there and we have to be better at fighting that 
bad image. But people out in the community, lots of people, do respect the 
workers at Algoma and they see the positive results. They see that people are 
more involved.... 

While the spillover of collectivist values seemed to comprise a weaker part of 

the findings, the research did identify ways in which some employees seemed to be 

placing increased value on collectivist ways of meeting their needs outside of work or 

contributing to the common good in their communities. 

An example was given of employees in a department putting considerable effort 
into organizing a benefit evening to raise money to help defray costs being incurred by 

a tragically ill co-worker. That department had never undertaken a collective project 

outside the workplace before. Two of the co-researchers described it in this way: 

Co-researcher 4: One of our co-workers was diagnosed with a brain tumour 
and terminal cancer and for the first time the department put on a fundraiser 
and it was nice to see that everyone was there. Everybody who was available to 
go was there at the stag where $1500 was raised.... Everybody worked together 
for the common goal and nobody really looked for any thank yous-just 
because it was the right thing to do. This is probably one of the proudest 
moments I have had since I've been in the plant-being at that place on that 
night in the Verdi Hall. ... another thing that was quite interesting was that 
usually at a stag there's a lot of noise and cards going on. That night was a 
social. People sat down around the table, just socialized and for 15 minutes the 
place became really serious because... made a speech that was very moving and 
everybody paid attention for the 10-15 minutes. Then people got up again and 
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relaxed again and socialized and that was (I'm not tired of saying this) one of 
the proudest moments that I've had since being at the plant. 
Co-researcher 5: I've been in the same department for 22 years and it was by 
far the finest couple of hours I've ever spent. And it wasn't just me. It was 
everywhere you looked people were finding a different level-common ground. 
I found it amazing. 

Co-researcher 5 made the following observation about the union's concern that 

the New Algoma should contribute to the community's well-being beyond the obvious 

economic benefits: 

In our restructuring the first 20 pages of our collective agreement talks about 
building a different kind of company. There is provision for Denis's function 
[participation coordinator] and there's a budget attached to that. For the first 
time there is someone who is not strictly company or union who has facilities 
and office space, who has time, who has the mandate really to do that kind of 
thing, to do things that are good for the community. And that's exactly what 
he's trying to do on a lot of fronts. That is in our contract that there be such a 
person who has the financial backing-including a budget for community 
service. So it's very much part of restructuring that the effects are what people 
would want, but without this position being included in the restructuring you 
wouldn't be able to have the time to do. 

Co-researcher 7 added: 

The community services committee has 14 members, and you wouldn't believe 
the contributions that are going toward different charities. There are big 
stacks of applications. We are getting more and more. I guess it's healthy in a 
way, but you can't help everyone. 

In a focus group of a local credit union staff, the following observation was 

made about the increased role in the Sault community of Algoma Steel employees 
through the community services committee: 

There is a strong presence of Denis Desjardins and the special events 
committee... including events where steelworkers weren't involved before the 
joint process. 

Also, overall the perception of many people interviewed was that there had been 

an increase in Algoma employees being involved in voluntary community work. The 

examples given include Youthope (a community initiative related to youth and 

substance abuse), sports coaching and sports associations, service clubs, churches, Boy 

Scouts, parents' councils at local schools and boards of community organizations. In 

the case of Youthope for example, there was a large increase in the number of 
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steelworkers volunteering, taking on all kinds of roles in fund-raising, 

*training, recruiting and public speaking. 
f,. 

As a result of taking part in the collective effort of saving Algoma Steel some 
workers became more involved in the union for the first time or became more active in 

it. One put it this way: 

I got involved with the union; I started going to union meetings. That was 
something I never did before. And I'd sit and listen and I felt that we were 
participating and I felt that the union had some responsibility to the welfare of 
the company, that we did have a voice, that I was apart of that voice, being one 
person of many in a relationship. 

A member of another steelworker local that uses the same union hall for its meetings 

said: 

More steelworkers are attending courses and other functions at the union hall 
than before. I see them at the hall now more than before and now they attend 
in greater numbers. 

One of the co-researchers pointed out that the voluntary participation in the 

spillover participatory action research project itself testified to the fact that there were 

Algoma Steel employees who cared enough about the collective project of the New 

Algoma and its possible benefits in the community to take the time to meet, observe, 

reflect, plan and conduct the research process. 

Less prominent in the examples of spillover of collectivist values are examples 

of increased involvement in political/social change movements. This is very consistent 

with the spillover literature. Most of the empirical research has identified spillover of 

participatory inclinations and skills but very little or negative spillover of collectivist 
ideology or "public spiritedness" (Greenberg, 1981; Wajcman, 1983; Lafferty, 1989, 

and Kasmir, 1996). 

Greenberg's (1983) theoretical explanation for the collectivist workplace 

experience not resulting in ideological changes in workers' consciousness can cast some 
light on our attempts to understand this finding. He contends that because workplace 

democratization undertaken in North America occurs within the context of a dominant 

culture based on values of individualism and private ownership of productive property, 
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it cannot on its own challenge that ideological hegemony. For workplace 

democratization to play any role in ideological transformation, it must be part of 

broader powerful countervailing forces which challenge individualism (p 217). While 

the local branch of USWA had already participated in social democratic movements 

prior to the worker buyout, the research findings did not include indications of increased 

involvement. 

Smith (1987) devotes much of her writing to explain the notion that people's 

everyday experiences and realities rather than being expressed in their own ideas and 

images "are given expression in forms that articulate them to the existing practices and 

social relations constituting its (a ruling class's) rule" (p 56). While Smith's ideas are 

not identical to Gramsci's (1971) concept of hegemony, both authors emphasize the 

powerful influence and control of dominant ideologies and discourses. 

5.5 Spillover of Changes in Decision-Making 

When Algoma Steel became a joint-ownership it also initiated a joint union- 

management decision-making structure and process. All parties agreed to embark on a 

radical transformation of the previously existing decision-making structure and process. 

Besides having union representatives at all levels of the decision-making structure 

(equal representation on department steering committees, on the plant-wide joint 

steering committee and the board of directors) committees were set up to democratize 

the decision-making process from the shop floor up. Two particularly important 

committees that were set up are the Worker Training Committee and the Workplace 

Redesign and Technology Committee. A consensus decision making approach was to 

be adopted at all levels of the decision-making structure. 

Spillover from workers' training and experience in the changed decision- 

making culture will be discussed in section 5.5: Spillover of changes in work. This 

section looks at the spillover of the changed decision-making structure and processes. 

The following are some of the observations made of that form of spillover. 

In 1995, the USWA and ASI held a conference attended by other businesses and 

workplace organizations for the purpose of explaining the new decision-making process 

at Algoma Steel. More than 225 workers and managers from 110 North American 
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, companies and organizations attended the conference, entitled "The Changing 

Workplace: A New Frontier". One of the goals was to encourage, the spread of worker 

participation in decision-making, problem solving and self-directed work groups. 

St. Mary's by the Rapids Centre for Workplace Redesign was set up as a result 

of many requests from companies and organizations interested in the change process 

underway at Algoma. "The Union believed that an opportunity existed to package the 

knowledge from Algoma and offer it to other companies and organizations that... seek 
knowledge regarding industrial and organization workplace change" (Chairman's 

Executive summary, St. Mary's by the Rapids Planning Committee Agreement, 1995). 

A promotional brochure stated on its front page: "You can benefit from the knowledge 

and experience developed by employees themselves. " While the institute never became 

active, partly due to in-house workplace demands taking up all of the attention and 

energies of the Algoma Steel members of the institute, the fact that it was established 

shows a serious awareness that spillover could be potentiated through an organized 

effort. 

The 1995 conference and the establishment of St. Mary's by the Rapids Centre 

are ways in which the changes in decision-making at Algoma Steel, like the changes in 

its ownership structure, began spilling into discourse about workplace institutional 

arrangements by serving as an example of non-dominant alternatives. 

I observed spillover of changes in decision-making when I was attending a city 

council meeting. A steelworker used the example of having the union "at the table" 

when important decisions are made at Algoma Steel during a presentation to City 

Council on September 8,1997. As president of Sault and District Labour Council, he 

asked City Council to take a stand against the changes being made to the Ontario labour 

legislation by the neoliberal Conservative government. He said that the government was 
legislating away union rights to make it easier to restructure services such as health, 

education and social services. He contrasted this attempt to dramatically reduce 
labour's say in restructuring to the restructuring at Algoma Steel which had been done 

with labour "at the table", not excluded from the process (observation field notes). 

In a group interview, someone from another workplace who attends meetings of 
the Industrial Accident Prevention Association (IAPA) and the Workplace Safety and 

139 



Insurance Board (WSIB) observed that ASI unionized employees have been making 

more presentations at courses and conferences held by the IAPA and WSIB. Previously 

it was more likely to have been management personnel making the presentation. This 

reflects the joint decision-making process within the plant as it was extending to 

involvement in roles outside. She described it this way: 

I've actually been involved where there has been a supervisor and a line 
worker, sharing the presentation at the health and safety presentation from 
Algoma's perspective. They say, here's what we're doing with safety, here's 
what our records are; and, they spell off each other sharing the presentation. 
To me, that's representative of what has gone on there. Again the sharing type. 

This observation had clearly had an impact on her. She said that it caused her to think 

about using participatory practices in the workplace in which she had a managerial role. 

One of the co-researchers reflected on the new role for Algoma workers in 

advising outside organizations and educational institutions about the joint-process: 

Co-researcher 1: People who have been involved in this process at Algoma 
Steel now get invited to go to give the perspective of the workers on what we 
have done because it's a practical hands-on example rather than what people 
read out of textbooks. When we go to the university or to Sault College, they're 
reading about TQM (total quality management). We find that in their courses 
they tell them all the ways you're supposed to do it to motivate people, inspire 
them, but without any true examples. And so they listen to how we do it and the 
failures that we've had as well as some of the successes that we've had, and it is 
from the workers' perspective. Other than the fact that we had to do it, there is 
some goodness coming out of that on the shop floor and I think that is what 
people are interested in. 

The approach being taken by an Algoma Steel middle management employee 

who is serving as a volunteer on an important municipal planning body is a clear 

example of spillover of new ways of arriving at decisions through consensus rather than 

through an adversarial approach. In his voluntary planning work he has been using the 

consensus-based model for decision-making with which he has developed experience in 

the joint process at work. Ile describes it this way: 

I will try to avoid having something brought to a vote if I sense that there isn't 
a very good consensus, even if it's just a small pool of people who feel very 
strongly against it. I would rather have a discussion about whether there is 
another alternative that we can all live with and all feel good about, rather 
than this alternative where some of us feel OK with it, but some of us feel very 
poorly about it. 
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He sees this approach as having come from the joint process which is a very different 

kind of participation than mere consultation. In his words: 

There's a significant difference between what we used as a participatory 
approach before and what is a joint process. Formerly, participatory was kind 

of like: Igo and listen, then Igo back and make the decision. Whereas the joint 

process says we make this decision together. We sit in a room and problem- 
solve. We make sure we understand what the problem is and then we start 
tossing around alternative options. We keep doing that until we come up with 
an option that everyone thinks is a good solution. 
Of course, in all this, we have to keep a balance, and there are times when the 
decision has to be made and if we haven't found a consensus solution, then 
someone has to be given "permission" to make the decision and let us get on 
with our lives. 

In a group interview in a large community service organization, one of the 

participants described how the changed decision-making process had affected her 

brother and had spilled over into his discussions with her: 

Well, I'd have to say that I've experienced it to some extent through my brother. 
He is a steelworker and he does supervision, so I've got a little bit of slant on it 
from his perspective-dealing with the unionized guys getting training and 
coming to meetings and such. But in terms of interpersonal relations, he grew 
up at Algoma-he's been therefor 30 years. The old style was very autocratic. 
the supervisor went in and said this is the way it's going to be. I see him now 
taking much more of a win-win approach. It's not just my way. We've got to 
come up with the answer that everyone can live with. And that's a change 
because personally, obviously I've known him all these years, and I've seen him 
grow, and it's his nature. That's why he's a good supervisor. He's a very good 
decision-maker and now he's got to share that. And it's quite interesting for me 
to watch him go through that process because it was forced on him, you know. 
If he had had a choice, he wouldn't have done that, but that's the world he lives 
in, so he had to. He's doing really well with it. Now I can't say that he had the 
training. ... In fact at one point he was upset because he said I'm not getting the 
training; all the guys in the union are getting the training. In fact, they're more 
trained than I am. He hadn't had a course in 4 years. And guys under him had 
been, had numerous training courses and he began to feel, "1'm missing the 
boat here': But because of his own, I think, good sense, he said, "1've got to get 
with the programme" and he started doing things accordingly. Definitely a 
change there. 

During some of the interviews, efforts to develop employee consultation, albeit 

not full decision-making power, at other local workplaces were attributed to the 

influence of employee participation in decision-making at Algoma Steel. 27 Similarly, 

when the Ontario government began a process of restructuring and downsizing the 

27 The workplaces mentioned were Soo Mill, G. P. Flakeboard and YMCA Employment Services. 

141 



Ontario Lottery Corporation (OLC) some of the employees looked to the Algoma 

experience as a model to follow. This was reinforced by the USWA District 

Representative who wrote a letter published as a guest editorial in a local newspaper 

outlining the idea of using a joint-process model: 

One need not look far to find an example OLC should be following. Algoma 
Steel has an objective that allows success to be shared by all in the community. 
'Create as many jobs as possible within an economically viable company. ' It is 
only by carefully balancing the needs of employees and shareholders that one 
can truly create a first class organization. While the Algoma model has drawn 
attention from around the world and many companies are attempting to 
emulate its processes, OLC managers are busy reading books and developing 
plans on their own. 
Perhaps they should take a short drive down Queen Street to view a real life 
example of how change can take place without destroying people's lives or our 
community. A place where all employees, not a select few are encouraged to 
participate in creating their future. (Boniferro, Sault This Week, 1997). 

Readers of the local newspaper, The Sault Star, as well as of national 

newspapers were exposed to advertisements for positions at Algoma Steel which began 

with the following introduction: 

Algoma Steel Inc. is a major steel producer located in Sault Ste. Marie, 
Ontario, offering a broad range of products to domestic and foreign markets. 
Unique in North America for its management-union relationships, Algoma 
provides the rare opportunity to work in a dynamic environment facilitated by 
joint decision making and employee empowerment, with a high degree of job 
satisfaction. 

One such ad appeared in June 22,1996, for example. It continued as follows: 

Algoma Steel is currently seeking a SUPERVISOR of FINANCIAL 
ACCOUNTING to work in a spirit of co-operation in one of the most innovative 
workplaces in North America 

It explicitly included in the list of requirements the following statement: 

In sharing Algoma's principles of joint decision making, the candidate will 
actively support and be involved in employee participation and empowerment 
as defined in Algoma's collective agreement. (Sault Star, June 22,1996) 

The issue of workplace democracy received further attention from newspaper 

readers when the readers of the city's daily newspaper followed an exchange of letters 

to the editor, in the spring of 1998, about merits and criticisms of employee 
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participation in decision-making. This is an issue which receives little mainstream 

media coverage in North American society. Because the CEO of the city's major 

industry and most important place of employment, Sandy Adam, and a few Sault 

residents entered into a dialogue about worker participation, alternatives to hierarchical, 
authoritarian organizational processes were publicly presented, "defined into" 

(Mathiesen, 1974) public discourse as a competing idea. This kind of exposure to 

alternative ideas can be very educational and can increase the general consciousness of 

the populace. 

Finally, the joint decision-making process clearly spilled over into the 

community in the form of the response to steel dumping in 1998-1999. As Algoma 

Steel was being severely and detrimentally affected by the dumping of Asian and 

Russian steel both USWA and ASI decided to develop a joint response to the situation. 

Reminiscent of the formation of the Community Action Team in 1991, the union and 

company decided to involve the community in their response to the dumping by setting 

up the Save Steel and the Sault Committee. That committee contacted local 

organizations to help in the circulation of a petition which called on the Canadian 

federal government "to apply Canadian trade law quickly and effectively to protect 

steelworker jobs against this blatantly unfair competition, and to implement any 

extraordinary measures available to Canada to deal with this unacceptable situation". 

Over 13,000 people signed the petition and a storefront was rented for a few days in the 

Sault's main shopping centre to inform community residents about the situation and to 

solicit their support in fighting back. 

5.6 Spillover of Changes in Work 

The new ownership and decision-making structure and process at Algoma Steel 

resulted in some real changes in the day to day work being performed by employees. 

These changes included the fact that workers were taking many kinds of `soft skills' 

and technical training as part of their work. For many employees the changes also 

included opportunities for active participation in deciding how to organize and do the 

work. Often this active participation resulted in increased employee confidence and 

assertiveness. The participation component of their work also included situations in 

which employees developed and nurtured relationships in order to work together. 
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5.6.1 Spillover of skills learned in the New Algoma 

Following the initiation of the joint process in 1992, many Algoma Steel 

employees, including shop floor workers, received varying amounts of `soft skills' 

training in interpersonal or communication skills, meeting skills, conflict resolution, 

consensus-building, problem-solving processes and how to criticize in appropriate and 

constructive ways. There was also `technical training' in computer skills and 

production skills in various speciality areas. Examples were given in very diverse 

settings, outside the workplace, of Algoma Steel employees making use of those various 
kinds of training. 

Use of `soft skills' training acquired at ASI since 1992 was identified in the 
following community settings: sports and recreation, schools councils (parents' groups), 

churches, voluntary service work, and in a local First Nation community. Examples 

were also given of soft skills training used in employees' family, personal and 
friendship relations. The following are some of the examples identified in the research. 

(a) In community settings: 

" In a local soccer association ASI employees were observed to be using training 
from the Achieve programme about how to feel comfortable in meetings, how to 

participate more actively and effectively in meetings. 

I notice that people who for a number of years always refused to be a 
part of committees, of task forces, are becoming more open to that and 
more participative in the process, and I think that most of it is 
background from work. Taking training sessions: ... personally it has 
helped me a lot to deal with people or to behave at meetings, how to 
participate in meetings, how to be active. At least in soccer I've 
noticed a big change in the people I know personally-salaried and 

28 non-salaried, 2251,2724. 

0 At meetings of the Industrial Accident and Prevention Association 

(IAPA) and the Workplace Safety and Insurance Board (WSIB) use of 

meeting and public presentation skills by ASI employees was observed: 

28 The term 'salaried' refers to the middle-managers, professional and technical staff. They are members 
of LU 2724. 

'Non-salaried' or 'hourly' workers are hourly wage earners. They are members of LU 2251. 
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(In IAPA and . 
WSIB) Algoma people have been highly 

participatory,... more on the union side. To me, where in the past it 
wasn't necessarily a line worker that was up presenting at some of 
these courses, conferences, and so on; now it's a mix. 

" In his volunteer community work, an Indigenous steelworker interviewed said 

that he makes use of meeting skills learned at ASI, for example paying attention 

to the importance of setting and following an agenda. 

"A member of a local congregation described the way in which an Algoma 

employee was using meeting skills acquired at work in his role as member of her 

church board. On his suggestion the board was trying to follow the ASI 

guidelines for conducting meetings, including the setting of time limits for 

various agenda items. 

" Some employees were using conflict resolution skills-acquired through 
training and experience in the New Algoma-in community settings. A person 
involved in amateur sport described ASI employees who had become more 

effective at conflict resolution in their role as volunteer coaches: 

From coaching I see people being more effective as coaches.... Parents 
get upset about how the coaches deal with the kids, and you see a 
steady decline of those types of complaints because people are more 
aware, people are better prepared to deal with other people. 

9 Having heard about training and skills being acquired by steelworkers that 

would be useful to their voluntary organizations, some local service clubs had 

begun to recruit ASI employees. 

" Members of the executives of USWA locals 2251 and 2724 said they had used 

problem-solving and decision-making skills acquired in the New Algoma to 

guide them in such processes as selecting representatives to committees. 
Selection criteria were developed and used in an effort to replace the more 

subjective and political approach that dominated such processes previously. 
Another example of spillover into unions was that members of the local 

pipefitters' union, who are not employees of ASI but do contract work in the 

plant, became aware of the new Algoma decision-making processes while 
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working there. They adopted some of those decision-making processes within 

their own union. 

(b) In family and other personal relations: 

Examples were given by steelworkers, family members, friends and counsellors of 

conflict resolution skills, problem solving skills and communication skills being used in 

employees' personal relationships. Communication skills included listening skills, 

trying to empathize and anger management. 

" "Families have more meetings now! " was a comment made by one of 

the Employee Assistance Programme (EAP)29 referral agents. He 

elaborated as follows: 

I think we are more open with our families about the status of the job, 
including where the money comes from; and, we allow our family 
members to voice their fears about it. 

According to some of the referral agents, employees had been learning to listen 

more because of having to listen to others at meetings and receiving training in 

communication skills. They felt that they were dealing in a more positive way 

with their families as a result. One of them said: 

It used to be the attitude that children are to be "seen and not heard". 
Now there's more of an attitude that kids are not just kids, that they 
have ideas, opinions and so on. Through training we have learned to 
respect other opinions. Their opinions are not just discounted 
arbitrarily. I think we carry that home. 

They said they felt that "increased communications is one of the biggest pluses": 

Families find out more about the situation. Nothing is hidden about 
what's happening at Algoma Steel. Before, the family was affected 
when there was a problem, but it was hidden. They were left feeling 
isolated. They were kept in the dark as to the cause and what led up to 
the problem. 

29 The Employee Assistance Programme (EAP), funded by Algoma Steel, provides counselling services 
to employees for personal problems. While the counselling is done by a professional counsellor the 
programme also includes a network of volunteer peer "referral agents" who are employees from the 
various departments in the plant. The referral agents meet once a month for training. They are to 
encourage fellow employees with problems to seek out the service of the EAP counsellor. 
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" Use of problem solving, communication and conflict resolution skills in 

personal relationships was identified in the findings from diverse settings and 
from the perspectives of family members, friends, co-workers, service providers 

as well as steelworkers themselves. A very clear example was given by a local 

social worker: 

The person was having a family problem, and... he was talking about 
the things he was learning at work... how he had the opportunity to 
have some training. He just lit up when he talked about it, whereas he 
definitely wasn't lit up when we were talking about the problems he 
was experiencing. So when he lit up, I said "Tell me more about this. " 
And so he went into detail about the skills he was learning around 
problem solving and communication at work and working with a team. 
And so then I said to him, "Can we apply some of what you learned at 
work to this problem you are having at this time with your family? " 
And so we did. We looked at the family problems he was having; and, I 
said, "How can you use what you learned at the course to solve this 
problem? " What had happened is he had learned a problem solving 
skill and., we applied it to the communication process with this 
particular family member. 

During a subsequent counselling session he reported that he used the problem 

solving approach with the family member and that it had been very effective. 

The same social worker described counselling another steelworker who 
displayed signs of spillover of an increased ability to analyze relationships: 

I think about another situation where a man was using language that 
would not be typical of other men coming in, and when I explored it he 
told me that he had been in training. This man was entirely 
comfortable, uncharacteristically, entirely comfortable, using the 
language and talking to me about trying to communicate better with his 
family. What was curious about that situation was that I didn't get any 
sense, as with men often times you get a sense, that someone has put 
her foot down long and hard before they set foot in the office; and, I 
was getting the sense that this man was reading the situation early, that 
the reason for this man coming to my office was more preventive than 
trying to fix up an already very dim situation. 
... lots of times men come in when things are really in a bad way. 
Although women are more likely to come in the early stages, when the 
issues are breaking down, men come to counselling when the woman 
already has her bags packed and her hand on the door knob. With this 
man it was very different. I asked, "what is it that your wife said or did 
that made you decide to come and see me? " And he said it wasn't 
initiated by her. 

This is the way one of the employees interviewed described how the training helped 

him in relationships outside of work: 
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At home with my kids, in my whole life with] all the people I'm in 

contact with, training has helped with better listening skills, just 
understanding people better and being able to put myself into others' 
shoes, to have empathy. 

(c) 1998 union survey question about spillover of soft skills training 

The answers to a question on the 1998 Algoma Union Survey add further 

evidence that spillover of the soft skills training was taking place. According to the 

results, 45.7% of the respondents had found the sofft-skills training they received at 

Algoma (for example, problem solving and team building skills) to be either useful or 

somewhat useful at home or in the community. 

Use of technical training: 

As part of the joint process it was agreed between the union and management 
that increased technical training should be provided so that employees could deepen 

their technical competence to prepare them for the participatory roles they would be 

playing in production planning and implementation. This involved courses to raise the 
level of their technical skills. They also were provided with computer skills training in 

order to enhance communication via email throughout the gigantic Algoma Steel plant 
buildings. Examples of the spillover of these newly acquired skills were identified in 

the research findings. 

Through the courses provided by the training programme and through the 

opportunity for employees to have and use email accounts at Algoma Steel, employees 
throughout the plant acquired computer skills. In many of the interviews people 
identified the fact that a family member or a participant in a community organization 

was teaching others in the family or community activity to use computers. They saw 
this as not only a valuable contribution being made to people outside ASI, but also as 

something enhancing the confidence of the employee. This is an example of the 

comments made in interviews: 

I have a brother who works at Algoma and he was offered the chance to obtain 
computer skills. He is the computer guru of our family now. If we have any 
problems we go to him. He really utilizes it-not only in his personal life and 
on the job but also in his role at the District Labour Council. So it was really 
something that he was introduced to. Because in the ordinary course of his 
daily life, I don't think he would have. But he had a chance to learn these skills 
at work and stretch them outside and in the home. 
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Another example is this comment from an employee in a group interview at the Group 

1Health 
Centre: 

A lot of our employees here have spouses who work at Algoma Steel. Through 
interviewing ... we often ask "What are your computer skills; do you have a 
computer at home? what are the applications you are using? " And we'll often 
hear, especially from nursing staff who don't have to use computers, "My 
husband is a computer guru and he works at Algoma Steel" and we've seen a 
lot of that. 

One of the participants in a group interview of steelworkers living in a local 

First Nation reserve said that he had been thinking about applying training in hydraulics 

and computer usage and his experience in maintenance to develop preventive 

maintenance programmes and approaches on the reserve. 

Church was another setting identified in this regard. Two Algoma workers who 

were members of a local congregation, never previously on church committees, joined 

the building committee to contribute their knowledge acquired from technical training 

at ASI for the benefit of the church. One of them, for example, took on responsibility 
for heating. - 

5.6.2 Spillover of Greater Confidence, Pride, Assertiveness 

Observations were made of employees displaying greater confidence, asserting 

themselves or feeling proud of being an Algoma Steel employee. It was felt by those 
interviewed that these changes could be a result of the employees having some say at 

work, learning to express ideas and concerns, acquiring new skills and knowledge 

and/or feeling they had a stake in the company as employee owners. The following are . 
some of the examples that were given: 

"A front line worker said he now has a lot more responsibility, doing things 

salaried people used to, such as signing for $10,000 work orders. As part of the 

planning for the construction of a new Direct Strip Production Complex (DSPC) 

the decision was made to send a front line, hourly person to the United States to 

tour a plant whereas before the joint process it would have been just a salaried 

person sent on the trip. He was impressed with the fact that the company was 

taking hourly workers' views and input into decision-making seriously enough to 

send him on the trip. He went on to make the connection with how this 
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experience affected his community work. ' He said that while he had previously 

been involved in the community, he now brings more confidence and skills to 

those community activities. 

" Some of the workers who attended out of town union functions reported feeling 

very proud to be from Algoma Steel as a result of the buyout and the steps they 

were taking to increase workplace democracy. As one put it: 

We had some rough transition and fearful time. I was laid of There were 
fearful times. I became involved i We were divided and we came together so we 
could be here today, and I'm proud of it. 

This sentiment was also expressed by others who felt "empowered" from the 

experience of having taken collective action to salvage the plant. It reflects a 

conception of power as "a property of relations" (Clegg, 1989, p 190), in this case 

the relations of the unionized workers collectively achieving the goal of keeping 

their jobs. 

" Another employee made this observation about workers in a self-directed work 

group (SDWG) taking so much pride in their changed work that they continued to 

meet together to discuss it outside the workplace: 

Have you seen how proud self-directed work group workers are? I've seen 
them meeting together in restaurants outside of work since they are so 
interested in what's happening in their self-directed work group. 

" Yet another worker expressed the feeling this way: 

Learning new skills and having a say in how things are being done at work 
gives you more pride in your career and in yourself as a person. Through 
restructuring I have obtained many training sessions including a college 
diploma. This has improved my life and self-esteem which I have passed on to 
others in my life. 

" Someone involved in a local sport association noticed that 

steelworkers were displaying greater confidence in the way they participated 

as volunteers in the association. He made this comment: 

... some of these individuals were around for quite awhile and didn't want to 
participate at all, and now some of them are part of the process and very 
valuable people most of the time. Before, they were shy and acted as if there 
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was a barrier. People were just too shy to venture into being actively involved 
in the association. 

" An EAP referral agent (#2 in the group interview) noticed that employees 

who had participated in discussions and decision-making at work had 

developed better communication skills. He commented that 

a lot of them express their thoughts more freely and appropriately.... They are a 
little more outspoken than traditionally. 

Another EAP referral agent (#3 in the group interview) saw this as a result of 

"people feeling that their voice does count". He pointed out that 

Personally, for, my wellbeing, I'm trying to be more involved. I got involved 
with Youthope. I got involved with that and I enjoy it. I intend to get involved 
in that again. And there seems to be more caring about the EAP program., I 
think through the joint process there is more than just the upper management 
and the union involved in EAP. It's only been since the joint process that I got 
involved with the EAP.... Management comes to the shop floor more and ask 
what we think, rather than just telling us: "Don't think, just do. 11 

EAP referral agent #2 agreed with him, that more focus on human relations, not 

just economics, within the plant, 

allows me to better apply communication outside of here. Where I used to 
check my brain at the gate, now I bring it in... and really the social thing is so 
tied to the economic thing. One can't happen without the other.... people see 
things that they don't think is right, they'll open their mouths. 

Referral agent #3 elaborated: 

... ust knowing when to talk and when to not talk, knowing that, my outlook has 
changed a little bit. When I came on the job I thought one way and when I was 
off the job I thought another way and now I've blended the two.... 
When you see your job and life being threatened, then you start to realize that 
your life can turn around real quick and everything that you thought was solid, 
you had a foundation, that could be pulled away real quick.... and you start to 
realize, through the training I've realized, that every little bit counts and that 
one voice can add to help out in the end and that I can make a difference. My 
working day and the job around me, I care more about how I do my job today 
than I ever did My job has changed too, and I've taken on another role and 
another opportunity came up and I said I'd like to try that. It was the training 
which showed me I could do something different.... So the change, and I give 
all that as part of the training, is good Whereas before, change was not good. 
If change was involved it was a problem. I'm not afraid of change now. I have 
the confidence to know that if something happened... 1 have the confidence to do 
something different now.... I can control my life. 
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" This is the way one of the co-researchers spoke about his observations of some 

workers gaining enough confidence to voice their opinions at work and carrying that 
increased confidence into their lives outside: 

We're starting to speak up formally; we're able to conduct ourselves in a group 
setting; and the spillover is obviously into the community where we're starting 
to object. Some of those objections, I would like to think, is part of why we 
have practically nine new people on City Council. Things like that in the 
community have changed. The atmosphere has come out to the community. 

"A member of the local branch of Women of Steel (a women's caucus within 
USWA) thinks that the confidence gained through the increased participation and 
training of workers at Algoma Steel was an important factor in the increased 

participation of Algoma Steel female workers in Women of Steel. She said: 

I think since the restructuring that women in Algoma Steel are also feeling that 
they can become more assertive and they're not willing to comply with the 
double standard anymore. People are asserting their rights. We women also 
have a voice that should be heard. I had an experience at work in 1980 and 
chose not to do anything about it. The same situation happened a year ago and I chose to do something about it. Back in 1980 1 was more afraid of the 
repercussions that could happen whereas today I'm not afraid of the 
repercussions. 

She thought that the increased assertiveness of women within the plant has helped 
develop women of steel-a caucus which also involves female steelworkers in 

workplaces other than Algoma Steel. 

"A form of heightened self-confidence described in several contexts was the 
increased confidence of some of the "lower status" employees in relating with 
"higher status" employees outside the workplace. Some hourly workers who 
previously had not felt comfortable enough to say hello outside the plant to salaried 
employees with whom they interacted at work had since the joint-process found 

themselves saying hello to each other in the community. A few comments illustrate 

this change: 

The foremen are coming to our Christmas parties; they weren't before. The 
superintendents are coming to the Christmas parties; they weren't before. We 
get to meet their wives. That's different. 
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Before, if you saw them downtown, you walked the other way. Now it is "Ni, 
how are you doing? " or "Sorry to hear your wife is sick. " or "Your kid 
graduated from college and got a scholarship. Congratulations! " 
The new structure has improved the communication and it's one of the biggest 
things that helped, and being able to see the person. Before you never saw the 
person; he was way up there, and now seeing them as someone you know. And 
people make mistakes. 

I've seen men and foremen go hunting together which was never done before. 
One has a camp and says "come on over". Where before it was: one lives in 
his house and you live in your house. 

5.6.3 Spillover of New Valuing of Relational Work/of the Importance of 
Relationships and the Work that goes into Building Them 

As with the other forms of spillover, there was a very clear minority of those 

questioned in all the settings who indicated they felt that AST employees were valuing 

relationship building to a greater extent in their lives outside of work. For some it took 

the form of spending more time with their families or making more effort to improve 

personal relationships. An example is given in section 5.4.1 (b) about a steelworker who 

went to see a counsellor to discuss a relationship issue "at a very early stage". Some of 
the workers, having seen the value of working together as a team at work, were trying to 

work as a team at home. One expressed it this way: 

... we work our problems out together; I take what she has to say, instead ofjust 
saying we have to do this. It's more teamwork. So teamwork carries on to the 
wife and we work together to solve our problems. 

The following comment shows how an employee saw the connection between 

the importance placed on employees relating to and respecting each other in the joint 

process and an increased caring about relational work outside the plant: 

When we went through the restructuring and the training opportunities, we had 
to learn to function in a joint process. If it hadn't been for restructuring I think 
today we wouldn't have been sitting here, we wouldn't be sitting at meetings the 
way we do now. We probably wouldn't have developed a lot of respect for a lot 
of people that we have been able to since then. The old mentality was "who 
cares". By sitting with people to listen to their ideas we have really gained a 
lot of respect for a lot of people and their ideas... And the overlap into the 
community is that I think people have learned to be, at least the people I have 
dealt with, better listeners, more patient, more objective and more aware of 
their children now than maybe 10 years ago .... People care more about their 
families and what goes on in the community whereas 10 years ago they 
probably wouldn't give 2 cents for what's going on. 
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5.6.4 Discussion of Spillover of Changes of Work 

That there was evidence of spillover from the changes in work in the Algoma 

workplace setting to other settings of people's lives is consistent with Bronfenbrenner's 

(1996) theory of the ecology of human development. He writes about the 

developmental effects resulting from experience in one setting being carried over into 

other settings in the form of developmental trajectories: 

The developmental potential of a setting is a function of the extent to which the roles, 
activities and relations occurring in that setting serve, over a period of time, to set in 
motion and sustain patterns of motivation and activity in the developing person that 
then acquire a momentum of their own. As a result, when the person enters a new 
setting, the pattern is carried over and, in the absence of counterforces, becomes 
magnified in scope and intensity. Microsystems that exhibit these properties and 
effects are referred to as primary settings, and the persisting patterns of motivation and 
activity that they induce in the individual are called developmental trajectories (pp 284- 
285). 

He. draws on work by people such as Elder, Luria and Kohn to claim that the most 

powerful primary settings in terms of their developmental effects are the family and the 

workplace (p 285). In their research about workplace effects, Kohn and Schooler (1983) 
found that "even small changes in job conditions may have small but enduring-and 
therefore, in the long run, important-psychological consequences" (p 311). 

According to Bronfenbrenner's theory, when a person develops capacities in one 
setting and then makes use of those new ways in a different setting he or she develops 

further. Bronfenbrenner (1996) suggests that real development can be said to have 

taken place only when new ways are used in more than one setting: "I have taken the 

position that development implies enduring changes that carry over to other places at 
other times" (p14). He goes on to say: "This evolving participation in multiple settings 
is not only a result of development-under certain conditions, it is also a cause" (p 
212). 

Such human development is also referred to as adult socialization by political 
scientists such as Sigel and Hoskin (1977). They would see the kinds of spillover effects 
described above as examples of adult socialization: "internalized change occurring 
during adulthood". The new socialization occurs "mainly in response to new and 

exclusively adult roles and in response to societal change" (p 288). They emphasize 

that socialization is a "process by which values, cognitions, and norms are learned, 

internalized, and used as guides to action" (p 291). In the case of the ASI spillover, the 
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use of new skills and behaviour may be seen to result from new socialization in 

response to the changes experienced by employees in the New Algoma. Observations of 

spillover indicated that training, new knowledge, attitudes, norms and values, including 

a new decision-making culture, from the workplace were being learned, internalized, 

and used as guides to action. 

Greenberg, Grunberg and Daniel (1996) see the role of increased self- 

confidence and mastery as constituting an indirect pathway between workplace 

participation and participation outside the workplace (pp 318-319). This idea is similar 
to what Mason (1982) calls the development of a "participatory persuasion"-an 

activist orientation to the world (pp 69-71). He posits that with enough reinforcement of 
the participatory persuasion through continued positive experience in workplace 

participation, workers might also increase their participation in other settings. 

5.7 Conclusion 

This chapter has presented evidence from the findings that supports the 
hypothesis that there is an inter-relationship between changes inside the Algoma Steel 

workplace since 1992 and life outside. The research uncovers a very wide range of 

spillover effects in the form of economic spillover, spillover of ownership structure, 

spillover of collectivist values, spillover of democratization of decision-making, 

spillover of changes in work (new skills, increased confidence and new valuing of 

relational work). The strongest effects were in "everyday life" within the 
domestic/personal sphere and the working class sites of the community sphere. In 

addition to the identification of these spillover effects, the research also examined how 

spillover happened. Chapter 6 presents the analysis and conclusions of the findings 

about the processes by which and the contexts in which spillover occurred. 
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CHAPTER 6: HOW SPILLOVER OCCURRED 

The primary concern of science... is not with effects, but with the 
processes that produce them (Bronfenbrenner, 1996, p 190). 

... what is required for this purpose is a conceptualization of a 
particular process (or set of processes) presumed to produce a given 
effect-in this instance, to activate or to sustain development (p 192). 

Family is the smallest form of a society (co-researcher 3). 

The higher up you go in the organization the closer the ties they have to the 
higher ups in the community ... The working class don't have those ties. We 
just have neighbourhood ties (co-researcher 3). 

6.1 Introduction 

In Chapter 5 we were able to establish that there was a clear link between 

changes inside the Algoma Steel workplace since 1992 and life outside. In other words, 

spillover was observed to be happening. 

Chapter 6 looks at how spillover was happening. The chapter is structured 

around a number of clear conclusions that emerged from the findings. The conclusions 

are that spillover is more likely to cross workplace boundaries in conjunction with one 

or more of the following (i) processes or (ii) factors: 

(i) Learning and development processes 

" experiential/action learning 

" relational learning and development 

" consciousness raising 

(ii) Contextual factors 

9 receptive networks 

9 contexts or sites consistent with employees' overall social 
location (as influenced by class, gender and race) 

" increased confidence through collective ownership 

" general feeling that the joint-process of decision-making is 

working 
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Chapter 6 also examines the two-way character of spillover as an important 

characteristic of how spillover occurred. 

6.2 Processes And Factors Influencing Spillover 

As stated in chapter 5, the change process at Algoma Steel following the worker 

buyout in 1992 can be seen as a transforming experiment: "an experiment that radically 

restructures the environment, producing a new configuration that activates previously 

unrealized behavioral potentials of the subject" (Bronfenbrenner, 1996, p 40). Chapter 5 

presented examples of the wide range of previously `unrealized behavioral potentials' 

of the Algoma Steel employees. Section 6.2 of this chapter outlines some of the factors 

and processes which seemed to favour the realization of those potentials-in other 

words the factors and processes which seemed to facilitate or inhibit spillover. The 

identification of these factors is primarily based on the empirical data gathered during 

the spillover research project. It is also supported by diverse and interdisciplinary 

theories. They include human development theory, action/experiential learning theory, 

relational and development theory, and social network theory. 

Figure 6.1: Learning and Development Processes Conducive to Spillover 

Action/Experiential Learning and Development: 

Relational Learning and Development 
" Bronfenbrenner's Ecology of Human Development Theory 
" Feminist Theory and Relational Learning/ Development 
" Vygotskian Theory and Relational Learning/ Development 
" Empowerment Learning Theory and Relational 

Learning/Development 

Consciousness-Raising 
" Enough Uncertainty About Irreplaceability of Dominant Ways 
" Conscious Promotion of Spillover 

6.2.1 Action/Experiential Learning and Development 

As Bronfenbrenner (1996) postulates, for human development to occur 
individuals must be able to display evidence of learning outside of the setting in which 

the learning first occurred. In other words, learning in one setting must spill over into 

another setting. This implies a depth of learning that is more than simply a superficial 
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mimicking of skills learned in the setting in which the primary learning occurs. Action 

learning theorists (Revans, 1983; Kolb, 1984; Vince and Martin, 1993) contend that 

action learning is required for such human and organizational development to occur. 
Ideas from action learning theory help to explain that some of the learning of new 

competencies and cultural values within the New Algoma was effective enough to spill 

over from the primary learning site. 

From 1992 to 1996 Algoma Steel was developing the kind of learning context 

that action learning theorists claim is most propitious for adult learning. According to 

Vince and Martin, Revans (an early action learning theorist) perceived the action 
learning process "to be based on the interaction between two kinds of learning, 

programmed knowledge (P) which is the input of knowledge or skills, and questioning 
(Q) which is the process of exploring such knowledge in practice.... Revans (1983) 
emphasises that behaviour change is more likely to occur as a result of reflection on 
experience (questioning insight) than on the acquisition of programmed knowledge. 
(Martin and Vince, 1993, p 206) 

Through the training programme, the New Algoma was providing "programmed 

knowledge (P)" in the area of communication skills, conflict resolution, consensus 

approach to decision-making and so on. Through the joint-process, self-directed work 

groups and other changes in decision-making and work, for some employees the 

questioning (Q) insight could be developed through the process of exploring the training 
knowledge in practice. 

Vince and Martin also cite Mumford's (1992) summary of the original features 

of action learning: 

1. ... learning means learning to take effective action; 
2. ... learning needs to be expressed through actions on real work problems which must 

involve implementation as well as analysis and recommendation; 
3. ... learning is a social process in which individuals learn with and from each other (p 206). 

Mumford's third point emphasizes the importance of social or group learning in which 

people "learn with and from each other". At Algoma Steel (between 1992 and 1996) the 

training (programmed knowledge component) was provided in groups; and, the joint 

process decision-making committees and workplace redesign process (the practical 

experience or action component) also took place in groups. The workplace redesign 

process which attempted to transform work at the shop floor level was focused on the 
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creation of self-directed work groups (SDWG). The SDWG development process 

provided an excellent group action learning context in which the workers could use the 

programmed knowledge from the training sessions by reflecting on how it could be 

applied in solving problems facing them in their self-directed work groups. One of the 

members of the workplace redesign group30 said in an interview: 

Once the workers receive training, it has to be reinforced. That's where the 
self-directed work groups training comes in. That is where the classroom 
training was reinforced and applied in practice. 

The spillover research uncovered examples of workers having taken the training 

from the classroom into their everyday work settings and then taking it into their out-of- 

work settings. The out-of-work setting provides additional practical experience or 

action opportunities in which to apply the programmed knowledge as well as the 

practical or action component of the learning process the workers had in the plant. One 

of the workers who had been seconded to work in the training programme made the 

following observation: 

Although the training courses are called "soft skills training", for front line 

workers those courses are invaluable. We found people developed as they took 
them-courses such as consensus-building, Kepner Trego, agenda-setting. One 

of the workers told me: "You know the real benefactor of these is the 
community-in churches and so on ". Algoma Steel invested a lot of money and 
the community benefits. They lead to increased self-esteem and self-confidence 
in our people. 

Action learning theory not only helps explain how spillover happens; it also 
helps us to understand why there was not more spillover occurring. First, when Revans' 

components of action learning-both programmed instruction and practical 

experience-are not present, people's learning is reduced, making spillover effects 

unlikely. This is consistent with the co-researchers' observations that spillover was 

most likely to be found coming from workers who experienced more training as well as 

working within the parts of ASI with a changed organizational culture (for example, 
being in a SDWG, serving on a department steering committee, the joint steering 

committee, the Board of Directors, or other committees or structures within the joint 

process). The co-researchers emphasized that without transformation of the shop floor 
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experience, action learning for the front-line employee could not take place. Without 

opportunities on the job, the classroom training could not be applied experimentally and 

experientially. 

The co-researchers estimated that while the majority of workers had taken 

training (programmed instruction) only a minority had both taken the training 

(programmed instruction) and were in situations where they were actually applying that 

training in their every day work settings (practical experience). This is an observation 

made during one of the first meetings of the co-researchers: 

Co-researcher 1: Those people who have gone through it, understand it and 
know how to focus, how to talk to one another and are using it, they may use 
that outside[the plant]; but, we only have, would you say maybe 20% of the 
people who have done that in Algoma? 
Co-researcher 3: The number who actually practice? Yes, 20% 

Secondly, the developments of action learning theory contributed by Vince and 
Martin (1993) help explain why some of the learning that took place through 

programmed instruction combined with opportunities for practical experience may not 
have been comprehensive enough to result in spillover. In addition to the rational 

processes of programmed instruction (PI) and practical application of PI, Vince and 
Martin (1993) stress the need for action learning groups to also consider the 

psychological and political processes within action learning. 

In their experience, emotions like fear and anxiety which can lead to emotional 

resistance to, or avoidance of, learning cannot be managed separately from addressing 
the work task. Such an exclusion "effectively dismisses the process of individual and 

group defensiveness against learning 
... within learning groups" (pp 207-208). They 

have also found that an action learning model must include an analysis of power and 

oppression within the learning process: 

We believe that bias is always present in learning groups, that it shapes the language 
and the interaction used to address a work task. In addition, we believe that set/group 
members will bring, and act out, social power relations as an inevitable part of the 
group process (p 208). 

30 The Workplace Redesign Group was composed of employees seconded from their usual jobs to assist 
workers in redesigning their workplace through models such as the self-directed work group (Quarter, 
1995, p 135). 
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The emotional process usually starts with (1) anxiety and uncertainty which, 

depending on the social power relations, can lead to (2) uncertainty, or flight or fight; 

then to (3) risk or denial/avoidance; followed by (4) struggle or 

defensiveness/resistance; and, finally, (5) insight/authority or willing ignorance (pp 

208-209). When the psychological and political processes have resulted in a process 

which encourages learning, Vince and Martin describe the result of the cycle of anxiety 

and uncertainty, risk and struggle as "a feeling of empowerment involving either an 

insight or increased authority" (p 210). 

In writing about the political process involved in action learning, Vince and 

Martin stress the importance of people's social location within their work organizations, 

resulting in significantly different experiences of power and powerlessness affecting 
learning: 

We are using the word `political' to signify social power relations both at the 
institutional and the interpersonal levels and their effects on the individual and the 
group. We believe that people are positioned unequally in and by organisations and 
groups as a consequence of social constructions of their identity. 
Consequently.. . people have to address differential experiences of power and 
powerlessness as aspects of their organisation practice and.. . learning (p 212). 

In the case of Algoma Steel, the political context affecting the action learning 

was complicated not only by the power struggles between senior management and 

unionized employees, but also between the newly unionized (local 2724) middle 

management/foremen strata and the unionized (local 2251) front-line workers. The 

richest context for group action learning was the self-directed work group. The SDWGs 

were to be set up voluntarily where there was consensus among the management 

employees and the front-line employees in favour of reorganizing themselves into a 
SDWG. The SDWG was to provide the opportunity to develop the kind of full 

participation to which Pateman (1970, p 71) refers. The idea of these groups 
increasingly managing themselves was to result in the reduction in the number of 
foremen and middle management positions. This idea faced strong opposition from the 

members of Local Union 2724 who did not share the goal of reducing middle 

management/foremen positions, nor of diminishing the importance of their roles. They 

often obstructed the development of SDWGs, undermining the full participation which 

could occur in that context. This is an example of the effects of what Vince and Martin 

call the political process in action learning. 
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Many of the Local 2251 members interviewed indicated that the on-the job 

practice component of their action learning process was affected by a failure to 

adequately acknowledge and deal with the power and powerlessness inherent in the 

relations between management, middle management and front-line workers (Vince and 
Martin, p 212). 

The emotional or psychological process conceptualized in Vince and Martin's 

action learning cycle was not completely ignored by the training programme at Algoma. 

In a 1998 interview one of the organizers of the training programme showed that this 

had been identified and steps were being taken to address it. He said that with the new 
departmental steering committees (DSCs) structure, 

the DSCs are going to have to follow through with annual training plans and 
see that those training plans are carried out-and not only for a job's specific 
needs but for the interpersonal skills and the other programmes that we offer 
that help a person grow emotionally with the changes (p 2). 

This prediction, however, did not materialize as programmes that would "help people 

grow emotionally with the changes", along with the rest of the personal skills training, 

ended by 1999. Even prior to that curtailment, Broad's (2000) research shows that the 

emotional component of the action learning process had not been sufficiently addressed. 
The lack of attention to the emotional component in learning and the work of attending 

to it were, as the feminist relational learning theorist Fletcher (1996) says, 
"disappeared" (p 1). Three of the types of relational practice discussed in section 6.2.2 

under Feminist theory and relational learning/development include attending to 

emotional context or responses. They are the practices of "preserving", "mutual 

empowering" and "achieving". (See Figure 6.3. ) 

In spite of the inadequacies of the action learning process occurring between 

1992 and 1996 in the New Algoma workplace, the new competencies and cultural 

characteristics of the steelworkers which did spill over were those learned through the 

action learning processes that were available to many of the workers during those years. 
Participation in the training sessions as well as participation in the various decision- 

making settings provided opportunities for experiential or action learning which blue 

collar workers would likely not have had at the pre-joint-process workplace nor in their 

non-work settings. Verba et al (1995), in their extensive nation-wide study, show that 
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blue collar workers are significantly less likely than professional employees to have the 

opportunity at work to develop the kinds of competencies which are needed to 

participate in community and other "political" life settings. As the ASI spillover 

research reveals, these competencies are also valuable in the person/family/domestic 

sphere. 

6.2.2 Relational Learning and Development 

The following comment by one of the co-researchers points out the potential that 

the workplace holds for the formation of relationships: 

Algoma Steel has a population of 5400,5200, or whatever it is. Its size alone 
dictates that it's a community. There are towns all across Northern Ontario 
that are smaller. So it has its own community in itself. It has its own culture, 
its own history. For 8 hours a day you belong to that community .... Trusting, the 
kind of relationships you can build in there are a little bit stronger than what 
you can build in the community. I don't have to know my neighbour, but I do 
have to know who I change right beside. I see this person naked; I don't see my 
next door neighbour naked. You know this person pretty intimately. We know 
where we work, we know where we're at, so communication is key. 

At the next meeting he elaborated on this observation: 

You can't get away from the guy next to you that you're working with. Whereas 
if you don't want to speak to your neighbour, you don't have to. If you don't 
want to speak to the guy down the street, you don't have to. But if you want to 
move that piece of steel you've got to talk to the crane man. If you want to fix 
that machinery you've got to talk to the mechanic or you want to push that 
oven, you've got to talk to the pusher. So you can't avoid them. So the level of 
honesty between people at work is very direct, you know. "Give me that 
crane". It's not "please" or "would you " or "whenever you've got time". 

Both the content (what spilled over) and the process (how it happened) of 

spillover were relational. As noted in chapter 5, the findings indicate that what spilled 

over the most from the New Algoma was primarily the relational work that the workers 
had been learning to do in the participatory aspects of the workplace. The relational 

work spilled over in the form of newly or further developed competence in 

interpersonal relations. In examining how spillover happened, one observes that the 

spillover process is also primarily relational, taking place within the context of familiar 

relationships. Learning to do relational work took place within the familiar 

relationships of the workplace and spilled over into familiar personal relationships 

outside of work. 
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The relational skills were taught in groups-with employees interacting, role- 

playing-in other words learning through relating or learning collectively. Following 

the training, the learning of relational skills was reinforced, in varying degrees, within 

the workplace as part of the new joint decision-making process in the areas of the plant 
in which it was being implemented31. Participation in team building, teamwork, 

development of self-directed workgroups, departmental steering committees, the joint 

, steering committee, Board of Directors, the training department and other bodies 

provided opportunities to practice newly acquired skills in relational work. Outside the 

workplace, according to the spillover data, this relational work spilled over relationally 

as well. Bronfenbrenner's (1996) ecology of human development theory, Vygotskian 

theory (Vygotsky, 1978; Daniels, 1998), feminist relational theory (Fletcher, 1996; 

Gilligan, 1982) and empowerment learning theory (Cochran, 1988) are complementary 

theories which all emphasize the importance of relational learning and are useful 
frameworks within which to analyze this aspect of the spillover findings. 

Bronfenbrenner's Ecology of Human Development Theory 

When spillover of the relational skills outside work was observed, it was mainly 
in the context of people's everyday relationships. This finding is consistent with 
Bronfenbrenner's (1996) ecology of human development theory in which he posits that: 

"... the person's perceptions of and interaction with others (author's italics), in both the 

immediate and the more remote environment, are especially salient both as influences 

on and manifestations of development" (p 55). 

Bronfenbrenner (1996) claims that the developing person carries over capacities 

acquired in one setting to another in the context of relationships or interpersonal 

structures which he calls dyads, triads, tetrads, and so on. The characteristics of 
developmental dyads, i. e. those most favourable to learning and development, are 

reciprocity, mutuality of positive feeling and a gradual shift of power in favour of the 

developing person (pp 56-59). Primary dyads constitute one of the dyadic forms that 

31 As indicated earlier, the joint decision-making process, or democratic transformation, was quite 
variable throughout Algoma Steel. Since involvement in the process was voluntary the degree to which it 
was implemented in a given area depended on the motivation and willingness of workers and managers in 
that area. Some areas not only had active departmental steering committees, but were also organized into 
self-directed work groups to conduct their everyday work. In other areas nothing really changed. In 
between these two ends of a continuum were areas with varying degrees of participation and non- 
participation. 

165 



Bronfenbrenner claims to have a particularly important role in influencing human 

development. Primary dyads are those which continue to "exist phenomenologically for 

both participants even when they are not together. The two... appear in each other's 

thoughts, are the objects of strong emotional feelings, and continue to influence one 

another's behavior even when apart" (p 58). Examples of primary dyads are parent and 

child, spouses or two close friends. Since family and other personal relationships are 

among those most likely to be developmental dyads, it is not surprising that so many 

examples of spillover were found in the family/personal setting. Reporting back to the 

research group following a group interview of community residents, a co-researcher 

said: 

Co-researcher 5: Once they went onto relatives, suddenly everybody could 
remember an uncle or somebody who was a steelworker... and there were 
stories about how over recent years they had changed dramatically. 

The research group were emphatic about their awareness of many examples of `soft 

skills' training spilling over into family relationships, as seen in the following 

discussion: 

Co-researcher 3: I've heard guys, for instance there have been some stewards, 
saying "I did a KT (Kepner Trego) at home. My kid got into some kind of a 
mess and I did a problem-solving at home. "And I said why would you do that? 
and he said because normally we'd sit down and yell at each other. 
Linda: Did someone really say that? 
Co-researcher 3: Yeah, more than once! more than once! You'd have an 
issue and normally what would happen is that the wife would yell at the kid, the 
kid would yell at the Dad, the Dad would yell at the kid, the mother and the 
father would be screaming. Now they did it as a KT and said "OK, here's the 
issue, how do we solve it? Is it real or is it not? " The end result being, "This is 
what we should do, does it make sense? Yeah. OK let's follow it ". 
Co-researcher 5: And we have consensus. 
Co-researcher 3: We have consensus. Because consensus really means we all 
can live with the solution. And that is part of the spillover. 

One of the workers interviewed described in detail how he learned relational 

skills in a dyad relationship he had had with a facilitator at work when he participated in 

a week-long group meeting-skills he subsequently used in his family: 

During the week I paid critical attention to what the facilitator was doing in 
order to try and understand; and, every once in a while, perhaps coffee break 
or lunch... he would have a few words with me to explain why he did what he 
had done throughout the course of the day and what he had seen in the group 
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dynamics and how he worked at keeping the group on track. That was one of 
the things I picked up from him-keeping the group focussed. And that's what 
normally goes when you're dealing with relationships. In later meetings after 
that week I found myself paying more attention to the group dynamics and 
being able to intervene within group meetings. 1 would recognize: well we're 
going back down that road again, so I'd interject whatever I thought was 
necessary to get back in focus.... 

He then recounted how he made conscious use of those relational skills in his family: 

The whole concept of sitting down with my daughters was because of my 
exposure to how that facilitator had done it. So I thought 1 could sit down with 
them in order to get them at least speaking about the problem because they 
weren't even doing that.... 

I used all those skills that the facilitator had shown me. Things like getting off 
topic is very common in any group dynamics. I think the lack of focus always 
comes about because it is a matter of emotions. When people are emotional 
they don't think positively and they don't stay focussed. So there is always a 
situation where it would be derailed. So by getting that skill front the facilitator 
I could always recognize the fact that we are going to an area that's not 
productive... 

It happened probably three times in the last six or eight weeks where the three 
of them [his daughters] had difficulties so I sat with them and said this is what 
we have and this is where you want to be, so we have to explore why we're at 
where we're at. And I'd intervene if the conversation got degrading or off topic 
or unfocussed or whatever. And I found myself using that skill constantly 
anytime throughout the course of this family problem because facilitation is 
what was needed. 

Some workers reported that during the actual soft skills training sessions they 

had been encouraged to use family examples to clarify skills concepts and to imagine 

potential application of the training. Following a presentation of the spillover research 
findings, a member of senior management said he recalled that during the early stages 

of the training, trainers used family context examples rather than workplace ones to find 

some common ground for labour and management employees. Relations between union 

employees and management were still very tense due to labour disputes prior to the 

establishment of the joint process. He said they could all identify with family situations 

as a common experience. They were also encouraged to try to apply the new skills in 

their families and other situations outside the workplace. One of the co-researchers 

explains: 

In order for the people to work in teams they had to have certain skills, and 
therefore a training department was set up where a lot of soft skills training 
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programs were given for supervision and for workers. And a lot of those deal 

with interpersonal skills, soft skills training, conflict resolution,... methodology 
for solving problems..., analytical trouble-shooting. In a lot of those 
programmes when delivered to the workers, the workers were told, this is 

something that you can not only use at Algoma, but you can use this at home. 
As you are planning a trip and something happens or you want to make 
contingency plans or you don't have the necessary funds or the automobile to 
go there, what can we agree on as another location to have a vacation? And 
they use all kinds of examples. So some of the workers were never exposed to 
any of this before and have become involved. They know how to create better 
relationships and solve conflict and how to go at solving problems in a way that 
has a method to it rather than just looking for a solution, trying it out, failing, 
getting frustrated and all of that. 

Family relations were even part of the imagery used by the research group in, 

discussing the joint process within the plant. For example, in discussing his concern 

about whether the joint process would be a success in the longer term, one of the co- 

researchers used a marriage metaphor in the following comment: 

The community of Algoma Steel gave up part of their salaries.... A community 
sacrifices something. -for the common good...! wouldn't like to think it was a 
failure, because it still seems like we're on a balance whether we did something 
right or not ... 

Five to six years is still not enough-in order to build some kind 

of a community. 1 mean it could have been just a nice marriage for six years, 
but guess what baby, we're getting divorced. But hopefully that's not going to 
happen. I'm hoping it's something that's going to be life-long. And that 
demands something else. That demands a lot more commitment than staying 
together for 6 years!... The honeymoon's over and now we have to start making 
some really strong commitment. You know it's the part called "till death do 

you part ". 

Another worker used family imagery in describing a new manager's lack of 

relational skills: 

When our new manager came, I said to another employee, now we're going to 
see what sort of relationship he's going to establish with us. I said it's going to 
be critical to him to get a proper rapport with us in order to get what he needs 
out of us, and how he goes about that will lay out how this is going to take 
place. And he never did. He had very poor people skills. And to this day there 
is no rapport and there is no change in production and there's a lot of 
animosity. All those things that I had seen over the years are happening all 
over again, and yet he had a beautiful opportunity to make a family unit and he 

missed his chance altogether. 

Primary dyads such as family and other personal relationships provide imagery 

to foster a conceptual or cognitive understanding of relational work; they also provide 
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the vehicle for reinforcing newly enhanced skills acquired in developmental dyads at 

work; and, they in turn become developmental dyads outside the workplace. 

Bronfenbrenner (1989,1996) conceptually places family and other personal 

relationships within the microsystem of the ecological environment which he conceives 

as "a set of nested structures, each inside the next, like a set of Russian dolls" as in 

Figure 6.2 below. 

Figure 6.2: Bronfenbrenner's Ecology of Human Development 
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The microsystem is the inner-most level. It is the immediate setting containing the 

developing person. He defines the microsystem as "a pattern of activities, roles, and 

interpersonal relations experienced by the developing person in a given setting with 
particular physical and material features and containing other persons with distinctive 
characteristics of temperament, personality, and systems of belief (Bronfenbrenner, 
1989, p 227). 

In the spillover research the microsystem consisted of workplace, family and 

community settings. C. Wright Mills (1975) describes a person's microsystem as his or 
her personal, immediate milieux or the range of his or her immediate relations with 

others in "those limited areas of social life of which he [or she] is directly and 

personally aware" (p 8). Smail (1999) aptly calls those personal milieux the sphere of 
"proximal relations". 

Bronfenbrenner (1996) underlines the importanceof the word experienced in his 

definition of microsystem. The perception people have of their environment is of 

utmost significance. As he states: 

... the aspects of the environment that are most powerful in shaping the course of 
psychological growth are overwhelmingly those that have meaning to the person in a 
given situation (p 22). 

He points to the interdisciplinary theoretical support for this phenomenological view 
from philosophy and psychology (Husserl, 1950; Kohler, 1938; Katz, 1930; Lewin, 
1931,1935,1951), from sociology (George Herbert Mead, 1934; Thomas and Thomas, 
1928) from education (Dewey, 1913,1916,1931), and from anthropology (Linton, 
1936; Benedict, 1934) He refers, for example, to Thomas and Thomas' famous quote: 
"If men define situations as real, they are real in their consequences" (1928, p 572 in 
Bronfenbrenner, 1996, pp 22-23) and to Lewin's position that motivational forces 

emanate from the environment itself not from within the person. 

Objects, activities, and especially other people send out lines of force, valances, and 
vectors that attract and repel, thereby steering behavior and development 
(Bronfenbrenner, 1996, p 23). 

Algoma Steel spillover was clearly affected by the workers' experience and perceptions. 
As sections 6.2.6 and 6.2.7 explain, spillover was enhanced when the employees 

perceived the democratization of the workplace to be "working". That perception gave 
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them positive feelings about the process and a desire to share or use that experience 

outside of work. 

Bronfenbrenner defines a mesosystem as consisting of "the interrelations among 

two or more settings in which the developing person actively participates (such 

as.... among family, work, and social life)" (1996, p 237). In research which he 

conducted with Cochran the workplace was identified as a key setting of the 

mesosystem for adults. "Job conditions were perceived as potent forces affecting the 

respondent's ability to function as a parent and presumably such influence affects the 

child" (Bronfenbrenner, 1996, p 236). Much of the spillover identified in the Algoma 

Steel research is a manifestation of the interrelations among two or more settings in 

which workers actively participated, in other words the workers' mesosystems. The 

following excerpt from an interview with a social worker refers to a steelworker whom 

she was counselling by trying to have him see how he was carrying skills, values and 

experience from work to his home. She believed that he was spilling the skills and 

experience over from work to the domestic sphere without being conscious of doing so 

and needed some help in developing that consciousness. In Bronfenbrenner's terms, she 

was serving as a `linking person' and her counselling relationship with the client was a 
`linking dyad' in his mesosytem. 

Social Worker: We were talking about the actual production skills and soft 
skills. I said, "What are the soft skills? " and the person said, "Focus on the 
person, not the problem". Now I translated that in my mind to parenting 
language which is to separate the problem from the child, from the person, and 
I said "So you are separating the problem from the person, how can we apply 
that at home"; and he blinked his eyes. He had not made that translation. I 
had made the translation, but he hadn't made the translation and he said, "I 
don't know what you mean': So there is a real puzzlement about how to take 
those skills and transfer them to home. 
Linda: Even though he had said about separating the person from the 
problem? 
Social Worker: No, "Focus on the problem, not the person' I translated that to 
"Separate the problem from the person". He didn't know what that meant. 
Linda: So, the separating idea was from you. 
Social Worker: Yeah, that's parenting language, separating the person from the 
problem is parenting language. 

Linda: Focussing, so you haven't separated the, you are just focussing on that 
part of the issue. 
Social Worker: Yeah. And I suppose when it comes to parenting, separating is 
more what is needed because of the emotional attachment. You need more 
detachment. And that is what the issue is in applying these skills at home. You 
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have to be able to develop emotional detachment. To be able to take a step 
back emotionally while you are dealing with the problem. 
Linda: While at work they are actually trying to form relationships, but at the 
same time they are also having to separate -if you don't like each other, we've 
still got to work together. 
Social Worker: Exactly! 
Linda That's again, separating the person from the problem, but they haven't 
got that conceptualization of it. 
Social Worker: No, but let's say that an intermediate skill is to say "I'm just 
going to focus on the problem, I'm just going to focus on the problem, I'm just 
going to focus on the problem" and then what happens is that detachment 
happens. Whereas in parenting, if you just focus on the problem, focus on the 
problem, you are going to be in trouble because you are always going to be 
negative with your child. So they are slightly different skills. So translating in 
my mind was an assumption in my mind when I translated it to the parenting 
skill. But if he is taking that intermediate step, we can work on the next one. 
Linda: So back to what we were saying about his puzzlement-the idea of the 
transfer, the use of it was a strange notion to him. 

Social Worker: It hadn't occurred to him that he could use those soft skills, 
although I see evidence that he has been using the soft skills. In what he 
describes to me, I see evidence that he is using them, it just hadn't occurred to 
him that he is. 
Linda: Do you think it is partially because of compartmentalizing work and 
home. Maybe the separation of economic policy from social policy translates 
down to the individual too-that they compartmentalize their economic life 
from their personal and social relations. And there hasn't been much 
encouragement in overlapping them when you think of family. We don't have 
family policy that takes into account when people need to be at home with their 
children at times, policy that sees the intersection between those parts of our 
lives. So I wonder if that's part of why people don't make that connection? 
Social Worker: I don't know. 
Linda: They just get so used to functioning in one way, in one part of their 
lives, that they put on a different hat when they walk in the door of another 
place. 
Social Worker: Well, when you think about that concept we were just talking 
about-'focus on the problem"--well, there at work there is an intense focus on 
developing these soft skills and it's sort of the work has become the lab. And 
you are really focussing on the soft skills. It's like taking a cooking class, but 
eating at a restaurant, not taking it home and using it. Or taking any kind of learning, you know you can do it in the lab, but when you do it in other places 
it's another matter. 
Linda: Yeah. It could be an unfamiliar setting is the problem, it's hard to 
transfer over when you are in a different sort of context. 
Social Worker: An analogy that I often use at work with people is about the 
wave, about learning how to ride the wave. So if you were to think of the 
analogy that these soft skills is a new beach, the soft skills are learning to 
listen, learning to communicate, learning to concentrate, learning how to 
handle conflict, learning how to focus on a problem and not the person, 
learning how to control my own anger. All those things you are learning at the 
new beach. Then maybe the home beach might be more difficult, more 
challenging or more vulnerable, for any number of reasons. Even if that beach 
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is a safer beach, using your new skills to handle a difficult situation is just 
maybe challenging. 
Linda: Yeah, sure, because that strikes more at the heart of your identity-your 
family -than your work. 
Social Worker: Yeah. So I'm like a coach helping the person to transfer the 
skills from the beach at work where it is working very well, to home where it is 
working pretty good. He is not aware that it is working pretty good, but from 
where I'm sitting in terms of the variety of people that come to talk to me about 
family relationships, he's doing well. 
Linda: Very interesting. It sure fits in with the social work notion of using the 
whole social context of a person instead of thinking of someone as just a psyche 
and emotions-that there are things in certain contexts of their lives that they 
can bring to bear on other contexts of their lives. 
Social Worker: Yeah. I often ask a person "Where did you get this idea? " I 
often will ask when someone comes out with this amazing idea about how to 
solve something. And then you'll learn that they've made a transfer from 
someplace else. 

This example demonstrates the process by which spillover can occur through a person's 

mesosystem as it moves from the work (or `traded') sphere to the personal (or 

`domestic') sphere of his or her life. It also shows the importance of the support role 
that people like the social worker in this case can play in facilitating that spillover 

process. The social worker was providing the guidance in the `zone of proximal 
development' (Vygotsky, 1978) discussed under "Vygotskian Theory and Relational 

Learning/Development" later, in this section. The example also illustrates the 
importance of conscious promotion of spillover referred to in section 6.2.4: 

"Consciousness-raising". 

An exosystem "refers to one or more settings in which the developing person is 

not involved as an active participant, but in which events occur that affect, or are 

affected by, what happens in that setting" (Bronfenbrenner 1996, p 237). Examples of 

exosystems in the spillover research are social networks in which the workers are not 

actively involved but which are related to those in which they do participate. 
Programmes on television and text in newspapers, for example, are part of a worker's 

exosystem since they enter his or her home from an external source. There is 

considerable research (Chomsky, 1994,1995) which substantiates the profound effect 

of the mainstream media on people's beliefs, assumptions and perceptions. These in 

turn have a tremendous impact on human and social development as they influence the 

alternatives that people consider as possible and achievable directions to take in their 
learning and behaviour. 
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The macrosystem 
consists of the overarching pattern of micro-, meso-, and exosystems characteristic of a 
given culture, subculture, or other broader social context, with particular reference to 
the developmentally-instigative belief systems, resources, hazards, life styles, 
opportunity structures, life course options, and patterns of social interchange that are 
embedded in each of these systems. The macrosystem may be thought of as a societal 
blueprint for a particular culture, subculture, or other broader social context 
(Bronfenbrenner, 1989, p 228). 

C. Wright Mills (1975) conceptualizes the macrosystem as the organization of the many 
immediate milieux into the broader social "institutions of an historical society as a 

whole, 

with the ways in which various milieux overlap and interpenetrate to form the larger 
structure of social and historical life (p 8). 

Smail (1999) refers to these institutional arrangements as "distal relations". The impact 

of spillover on the macrosystem level is discussed in the Chapter 8: Conclusions: 

Conceptual Reflections. 

Finally, Bronfenbrenner's (1989) model includes the chronosystem which refers 
to "the changes occurring over time in the elements making up individuals, and the 

micro-, exo- and macrosystems that influence them (Henry, 1996, p 8). " Rather than 

seeing the environment as static and constant, the chronosystem acknowledges ways 
that life events and expereiences can initiate developmental change. In this sense the 

changes in workplace culture at Algoma Steel constituted a chronosystem change for 

the employees involved. 

Feminist Theory and Relational Learning/Development 

The skills, behaviour, attitudes and values learned by workers in the context of 
democratizing their workplaces are very similar to the relational and caring work that 
feminist theorists have for the last few decades been studying and attempting to bring 

out of invisibility and ̀ valuelessness' to a state of visibility and value. Gilligan (1982), 
for example, shows how developmental theorists have projected a masculine image of 
human development (p 6). She explicates that women reach mid-life via a different 

psychological history than men-a psychological history in which relationships and 
caring play a much more central role (or are of pivotal/prime importance). Women's 

experience expands the concept of identity to include the experience of interconnection 

(p 172-173). 
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As we have listened for centuries to the voices of men and theories of development that 
their experience informs, so we have come more recently to notice not only the silence 
of women but the difficulty in hearing what they say when they speak. Yet in the 
different voice of women lies the truth of an ethic of care, the tie between relationship 
and responsibility, and the origins of aggression in the failure of connection (p 173). 

Just as feminists gave language to and built theory about the relational activity 

that people practice in personal and family relationships (Gilligan, 1982, Baines et al, 
1998), some have begun to give language to, build theory about and empirically study 

the relational activity practiced in workplace organizations. Fletcher (1996), for 

example, applies relational theory to workplace interactions, using Jordan et al's (1991) 

relational model of growth and development. The model is based on notions of 

connection, interdependence, mutuality and reciprocity (p. 7)-the same characteristics 
found in the dyads which Bronfenbrenner claims are most amenable to development 

and learning. The kinds of relational practice Fletcher identified-preserving, mutual 

empowering, achieving, `creating team' (further explained in Figure 6.3)-are the skills 

and behaviours which the steelworkers were carrying outside of work into their personal 
lives. 

Figure 6.3: Fletcher's Four Types of Relational Practice 

Preserving: 
This is behavior associated with tasks. It includes relational 
activities intended to preserve the life and well-being of the 
project. 

Mutual Empowering: 
This is behavior associated with enabling others' achievement 
and contribution to the project. 

Achieving: 
This is behavior that uses relational skills to increase one's own 
effectiveness and professional growth. 

"Creating Team": 
This behavior has to do with teamwork. It includes activities 
intended to create an atmosphere of collegiality, where the 
positive outcomes of group life-things like collaboration, trust, 
mutual respect-can occur. 

Source: Fletcher (1996) p 2. 

By the relational practice of `preserving', for example, Fletcher means taking 

responsibility for the whole and doing whatever it takes to preserve the life and well- 
being of the project (p 2). She describes an "indirectness and apparent ̀ invisibility' of 

these activities" as "assumed to be characteristic of their effectiveness" (p 3). One of 
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the co-researchers seemed to be referring to this kind of invisibility when he referred to 

the kinds of acts of kindness performed by steelworkers in an anonymous way: 

So part of this is based on a relationship that we have, an outside relationship 
and at the same time any relationship that we've got, we closely guard from 
anybody else... You have to look at little things that happen ... For example, last 
weekend there was a fundraising telethon. Many of us give to the telethon 
anonymously. So we do some kind of acts now based in situations of this nature 
because now we are starting to feel for our fellow man, but we don't tell people 
So we guard these feelings so what we do in order to exhibit these feelings we 
do it anonymously. You see many 'anonymous' on the list of donors printed in 
the Sault Star. They don't want you to know that they gave any money. Another 
example is that many steelworkers go to visit patients in the hospital without 
telling other people they do that. 

Another type of preserving to which Fletcher refers is "rescuing, or calling 

attention to problems": 

... these activities imply a belief that keeping relationships in good working order is an 
important aspect of ensuring the life and well-being of the overall project. This way of 
working depends on a certain set of skills, including the ability to think contextually, the 
ability to anticipate consequences and the ability to sense the emotional context of 
situations so you can recognize and take action... (pp 3-4). 

The steelworker, in the example referred to in chapter 5, section 5.4.1(b), who went to a 
counsellor because he wanted to prevent a small relationship problem in his family from 
becoming a bigger one was doing preserving work in his personal relationships. 

In an interchange between the female co-researcher and one of the male co- 
researchers we see an acknowledgement of feminist theory's role in naming invisible 

relational work and the awareness by the male co-researcher that this work is done 
inside and outside the plant by men as well as women: 

Co-researcher 2: That comes back to the feminist idea of caring and respect. 
Co-researcher 3: 1 hate to tell you ladies, but you don't own all this. 

Vygotskian Theory and Relational Learnin evelopment: 

Vygotskian theory of learning and development also emphasizes the crucial role 
that relations between the developing person and others in his or her environment plays 
in that person's learning and development. Vygotsky (1978) claims that children and 
developing adults begin learning as an interpersonal (social) process which becomes 

transformed into an intrapersonal process. He emphasizes the importance of guidance 
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by adults (in the case of children) or more experienced persons (in the case of adults) as 

well as collaboration with peers in the learning and development process. 

One of Vygotsky's concepts which is useful for anayzing the spillover findings 

is the `zone of proximal development'. He defines it as: "the distance between the 

actual developmental level as determined by independent problem solving and the level 

of potential development as determined through problem solving under adult guidance 

or in collaboration with more capable peers" (Vygotsky, 197832, p 86). As Henry 

(1996) points out, while Vygotsky framed his definition of the zone of proximal 

development in the context of childhood learning, the concept is applicable to learning 

and development interactions at all ages. Through social interaction, people's potential 

for development is greater than it would be if they were left to learn and develop on 

their own. As the Center for Activity Theory and Developmental Work Research, 

University of Helsinki (2003), which uses contemporary Vygotskian theory, states: 

"Collaboration with other humans creates zones of proximal development for 

individuals, enabling them to go beyond their current capacity by grasping and 

constructing new mediating tools and signs. To uncover human potential, we need to 

conduct formative experiments which induce zones of proximal development. " The 

spillover research demonstrates how the New Algoma from 1991-1996 served as an 

experiment which induced zones of proximal development. 

Integral to Vygotsky's notion of `zone of proximal development' are the 

concepts of `situation redefinition', `intersubjectivity' and `semiotic mediation'. 

`Situation redefinition' means the process by which people internalize new situation 

definitions by communicating with `more capable' others. At Algoma Steel this 

occurred in training sessions and through observing group facilitators and more 

experienced peers. Conflict situations and teamwork problems, for example, were 

redefined in new ways by trainers, facilitators and experienced peers. According to 

Henry (1996), Vygotskian theorists posit that new situation definitions occur when both 

facilitator and participant arrive at a "mutual understanding (intersubjectivity) based on 

what they say to each other (semiotic mediation)" (p 165). This process was illustrated 

by the steelworker who had observed and interacted with a facilitator (intersubjectivity) 

177 



at work and then internalized the ideas and language about keeping people focussed on 

positive outcomes (semiotic mediation) which he then applied with his daughters at 

home (see pp 9-10). Similarly, a steelworker discussed with his social worker the 

applicability of the skills and experience learned at work (intersubjectivity- 

steelworker and social worker), and then proceeded to identify, name and assimilate 

those skills (semiotic mediation) into his personal repertory to use at home (see pp 12- 

13). In contrast to this last example, another counsellor (interviewed in a different 

setting) had not thought of suggesting to steelworker clients that they try using skills 

learned at work for the purpose of attempting to solve problems at home. The 

counsellor had not played the role of guidance referred to in Vygotskian zone of 

proximal development theory and had therefore not facilitated the spillover of those 

skills as the other social worker had. 

In theorizing about the role of mediational tools such as language and concepts, 
Vygotsky emphasized the importance of scientific or theoretical concepts in addition to 

everyday concepts and the importance of using the zone of proximal development to 

help people learn the scientific concepts. Hedegaard (1996), a contemporary 
Vygotskian, states: "... the everyday concepts are spontaneously developed in a 
dialectical relation to the scientific concepts, which are mediated through the 
instruction. However, if the scientific concepts are not included, " the person's entire 
development will be affected (p 172). Vygotskians consider the role of a mediating 
instructor to be very important to the process of people acquiring theoretical or 

scientific concepts or tools. 

Mediational tools in the form of concepts and language to capture alternative 

ways of functioning or alternative cultures based on collectivist and co-operative values 

at the micro level were provided by the joint-process trainers and facilitators. These 

were therefore useful in the workers' various micro level sites of life such as workplace, 
family, neighbourhood, church and leisure life sites. What seems not to have been 

present were the theoretical concepts and language for collectivist, more democratic 

functioning and transformation at a macro level of their lives, in other words for them to 

envisage alternative (particularly collectivist) ways in which the broader level of social 

32 Mind in society (1978) is a translation of a 1956 collection of selected works written by Vygotsky in 
the 1920s and early 1930s. (Boris Gindis, "Introduction of Dr. Gita L. Vygotskaya", Remedial And 
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institutions could be organized. Without those concepts, ideas, language, texts or 
discourse, employees were lacking the mediating tools to help transfer new collectivist 

experience at the micro level to trying to influence transformation of macro level 

relations, the level of relations of ruling, which remained `taken for granted', no- 

alternative `reality'. In Smith's (1987,1999) terms, alternative texts applicable to the 

macro level of ruling relations were not readily available. In the terms of Lewin (1935, 

1951) the forces in the life space at the macro level were predominantly those of the 

existing order. Any potential for the transformative effect of spillover to affect the 

macro level of workers' lives would be overwhelmed by the restraining forces of 

existing institutional arrangements, thinking or culture. In Gramscian terms, the 

hegemony of liberal capitalist social, political and economic ways of thinking was 

unchallenged. 

Empowerment learnin theory heory and relational learnin /development: 

I Henry (1996) discusses the value of bringing together two major interactive 

theories of learning-Vygotskian and empowerment learning theory. She explains the 

difference between Vygotskian theory and empowerment theory this way: 

While Vygotskian theory emphasises attentiveness on the part of the facilitator to the 
learner's situation definition with a view as Wertsch (1984) points out, to replacing it 
with another, empowerment theory (Cochran, 1988) advocates attentiveness to learner 
experience in order to support and validate it.... As Cochran (1988: 36) writes: `The 
assumption here is not that there is a deficiency that needs correction, but rather that a 
system of functioning adequately needs protecting'. 

Rather than the Vygotskian perspective of focussing on ways for the learner to adopt the 

facilitator's definition of situations and appropriate action plans, the empowerment 

approach emphasizes attending to, supporting and validating learner experience 
(Cochran, 1988). Two Algoma Steel co-researchers had these insights which are 

consistent with empowerment learning theory-one in which the person finds 

previously learned skills being supported by the training and the other expresses feeling 

validated: 

One co-researcher: I think that what the training did was it helped you find those skills 
that you already had in you. You do them kind of naturally, unaware and all of a 
sudden you say, O. K that's why I did this and this is the technique to achieve that. O. K. 
So you find that skill that you already had built in. 

Special Education. Vol. 20, No. 6, p. 329, obtained at: http: //www. j5l. com/-tatyana/pagc6. htm. ) 
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A second co-researcher added: It's also a confidence builder. 

Henry (1996) points out that while empowerment approach theorists emphasize 
the preservation of existing strengths (Cochran, 1988) in learners' pre-existing situation 
definitions, they agree with Vygotskians who encourage new situation definitions by 

making new information available. She provides a diagram to show a combination of 
Vygotskian and empowerment perspectives of the learning process in the zone of 

proximal development [Figures 6.4(a) and 6.4(b)]: 

Figure 6.4(a): Learning in the Zone of Proximal Development: 
Vygotskian Perspectives 

LLLL 

ZPD: negotiation of situation ZPD: negotiation of situation 
definitions, intersubjectivity, definitions, intersubjectivity, 
semiotic mediation semiotic mediation 

F Time 1 F Time 2 
Key 

L Learner 
F Facilitator 
f Characteristics prior 
u to learning experience 
1 Characteristics after 

Learning experience 
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Figure 6.4(b): Learning in the Zone of Proximal Development: 
Vygotskian and Empowerment Perspectives 

LL 

ZPD: negotiation of situation 
definitions, intersubjectivity, 
semiotic mediation, 
validation of practices 

LL 

ýt'   
ZPD: negotiation of situation 

definitions, intersubjectivity, 
semiotic mediation, 
validation of practices 

F Time 1 F Time 2 

Key 

L Learner 
F Facilitator 
f Characteristics prior 
u to learning experience 

I Characteristics after 
Learning experience 

From the Vygotskian viewpoint, learners and facilitator enter the zone (the learning 
experience) at Time 1. Their developmental levels at that time are shown by an open 
arrow. Over the period of the learning experience they negotiate situation definitions 
via the processes of intersubjectivity and semiotic mediation. At the end of the learning 
experience (Time 2) learners have relinquished their earlier situation definitions and 
have internalised new ones: ideas, attitudes and reported behaviours (action patterns), 
represented by the filled arrows. 

A combination of Vygotskian and empowerment perspectives adds 
considerable power to the analysis of the learning experience and its effects. In such a 
combination, the Vygotskian concepts of situation definition, intersubjectivity and 
semiotic mediation continue to illuminate, as in Figure 7.1 (a) [6.4a], the processes 
operating within the zone of proximal development. Also, a further empowerment 
process, that of validation of existing practices, is added. The amalgamation of an 
empowerment with a Vygotskian perspective permits the demonstration, at Time 2, of 
some further significant features of teaching and learning: 
" Both learners and facilitator have acknowledged and maintained some existing 
situation definitions (open arrows). The process of attending to existing situation 
definitions reflects the responsiveness dimension of behaviour. 
" New situation definitions (filled arrows have also emerged for both learners and 
facilitator. This further development of definitions reflects the involvement dimension. 
" These two diverse outcomes (the retaining of some existing understandings, the 
adding of new understandings) have been achieved through participants' and 
facilitator's ongoing exercise, within the zone of proximal development, of situation 
redefinition, intersubjectivity, semiotic mediation, and validation of some practices. 
Bringing all these highly varied processes to fruition within the learning experience 
reflects the operation of the (mutual) control dimension. (167-168). 
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Empowerment theory's emphasis on support and validation of developing 

behaviours and approaches can be conceived in Lewin's terms as reinforcing the driving 

forces (positive spillover effects) to withstand or overcome the restraining forces 

(oppressive ways in extant hierarchical culture) in a life-space or field of an individual 

steelworker and his or her family, friends and neighbours. This idea is developed 

further in Chapter 8. 

6.2.3 Consciousness-Raising 

For some of the workers, taking part in the democratization process at Algoma 

Steel-in the training, in joint-process committees or self-directed work groups- 

provided a venue for the kind of dialogue and consciousness-raising referred to by 

Freire (1993). Consciousness-raising or conscientizacäo is the process by which those 

in subordinate positions learn to see social, economic and political contradictions in 

their social world, and to take action to transform their oppression reality (p 17). Two 

features of that consciousness-raising are uncertainty about irreplaceability of dominant 

ways and conscious promotion of spillover. 

Enough Uncertainty about Irreplaceability of Dominant Ways 

"Enough uncertainty about dominant ways being irreplaceable" is a concept 

which is helpful in trying to make sense of how spillover occurred. Mathiesen (1974), 

writing in the field of sociology/criminology, contends that to change an existing 

system, it is necessary to present an alternative that contradicts the premises of the old 

system and offers a competing alternative. In Vygotskian terms this would require 

experience in a zone of proximal development, including situation redefinition and the 

mediating tools of alternative language and concepts that capture alternative collectivist, 

co-operative ways. 

Participating in the worker buyout gave many of the workers an experience that 

contradicted their previous belief that a major steel plant had to be owned and managed 
in the traditional hierarchical capitalist way. In other words it showed them through 

their own experience that the dominant economic arrangements by which a large 

industrial corporation is organized are not irreplaceable. This experience in turn led 
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some of the workers to apply this awareness to the way they thought about the "existing 

order" (Mathiessen, 1974) in other sites of their lives. For some of the workers, it 

instilled enough uncertainty about the irreplaceability of dominant ways in all of the 

systems conceptualized in Bronfenbrenner's Russian nested dolls (Figure 6.2), including 

the macrosystem, for them to actually propose alternatives. For others, most likely a 
large majority, the experience remained specific to the Algoma Steel workplace. For 

the latter, the process they followed is referred to by Bronfenbrenner (1989) as 

"continuity in change". It is the "consistent way in which the person varies his behavior 

as a function of the situation" (p 216). 

Both Bronfenbrenner and Vygotsky emphasize the developmentally-critical 

importance of belief systems. In the process of development the developing persons 
draw on the available belief systems. The repertoire of available belief systems, as well 

as their intensity, are factors in the development process. When the attempt to transform 

the culture of Algoma Steel began in 1992 a new belief system was introduced-one 

based on values of cooperation, consensus building, team work, reduction of 

hierarchical relations and increased democratization. This provided an alternative to the 

long=standing belief system based on values of competition, individualism, and 
hierarchical and authoritarian relations. The alternative belief system allowed those at 

the bottom of the hierarchy and on the receiving end of authoritarian decision-making to 

believe that another workplace structure could be entertained and that they could learn 

and develop within such an alternative culture. One of the co-researchers made the 

following observation about the daunting goal the workers had set for themselves: 

Inside the plant we were trying to go directly from an autocracy or tyranny to a 
socialist democracy rather than becoming a liberal democracy first. Until 1991 
this place did not even have representational democracy-the system we have 
outside the workplace. Setting up self-directed work groups is the kind of 
participatory democracy that goes way beyond the way life is set up in the 
community. 

To have real participation in a joint process empowerment had to go to 
the shop floor. There is a trickle into the community of the rank and file 
changes. In some cases it's because of workers having been in self-directed 
work groups. This could suggest a reason to continue it. 

One could consider the setting up of the joint-process to be a chronosystem event which 

provided the beginnings of a real life embodiment of an alternative belief system and 

workplace culture. 
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Bronfenbrenner postulates that just as the existence of alternative belief systems 
in the personal value system is critically important so is the intensity of the belief 

systems. Since the intensity of the New Algoma transformation varied considerably 

throughout Algoma Steel's many departments and work sites and the co-researchers felt 

that only about 20% of employees experienced the level of participation considered to 

be "full participation" (Pateman, 1970), only a minority of the workers would have 

experienced a sufficiently intense exposure to the alternative belief system. This helps 

to explain why the spillover effects were not present at a sufficient enough extent to 

show an impact at the macrosystem level. 

Conscious Promotion of Spillover 

Related to the need for enough uncertainty about the irreplacability of dominant 

ways and values is the need for conscious promotion of spillover. Consciously pointing 

out to people that cultural and developmental changes at work could be used to make 

comparable changes outside of work provided some people with an "ah-hah! " moment 
(GATT-Fly, 1991), i. e. a realization about how an experience of transformation of one 

setting could be transferred to another setting. Throughout the research we found many 

people who had not thought about spillover until coming in contact with our research 
process. Many said that finding out about our research by participating in a group 
interview, for example, had made them think about the value of spillover-many of 
them for the first time. They also spoke enthusiastically about the positive contribution 
that spillover could make to the Sault and district community and therefore saw the 
importance of promoting it. The spillover research hinted at an alternative vision that 

contradicted the premises of the existing order and competed with it (Mathiesen, 1974, 

p 24). 

An example of how the research promoted spillover occurred following an 
interview about spillover conducted with a social worker. She called me a few days 

after the interview to say that the interview had made her more conscious of the 

possibility of using, in her counselling, steelworkers' experiences and training as a 

strength or resource to help them with problems in their personal lives. She asked me to 

conduct a follow-up interview with her to describe a situation in which she had 

consciously encouraged a client to try using skills learned at work because the 

discussion about spillover during the first interview had been on her mind. When she 
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saw a client from Algoma Steel whom she had not seen for awhile she decided to ask 
him to relate his experience at work to the conflict in his family. The following quote is 

from that follow-up interview: 

Social worker: The person had talked to me quite a while back about a family 
issue. You know, just about how to get along better with the family. And so, this 
time instead of going deeply into the family stuff, I said, "Just tell me what's 
going on at work. " He was not forthcoming about what was happening at 
work. I had to ask a lot of different questions about work. But he told me that 
he was working in a self-directed group. So I said, "How does that work? " Ile 
told me that there were regular meetings. I asked him if that used to happen. 
He said, "No. This is how it works now; we have regular meetings. " And he 
described these meetings He said that everyone had an opportunity to speak, 
that everyone was heard. So I said, "Now what happens if there is conflict? " 
Now I was thinking about the conflict at home. And he said, when there's 
conflict we just keep talking. And so that was one thing that was useful for me 
to know. The second... was about how people treat each other particularly in 
the area of respect. He was very specific about the respect being different now 
and that the supervisors, for example, were encouraging that your opinion was 
asked for, you were listened to, then you were trusted to do your job. He saw 
this as different than how it used to be. 

And so, you had asked me before about application outside of work. 
When I asked him, "Now how can we apply this at home? " he was very 
puzzled, and he said "that's why I'm talking to you. " But it's my sense from 
talking to him since the last time I had talked with him, is that he is applying the 
skills, but he just doesn't have the words, and he hadn't had the opportunity to 
process it. 
Linda: Is this one of the people you spoke of in your first interview with me? 
Social worker: No this is a different one 
Linda: This is the first time you ever related Algoma to this one? 
Social Worker: The first time I've engaged the person in this discussion about 
what we're talking about. 
Linda: and he had been unable to make the connection about how it could be 
used at home? 
Social Worker: He was puzzled. "I don't know how to do that. " That's one. 
And secondly, it is really hard to apply it at home. He thought of it as really 
hard to apply at home because it is different at home. And so, then we started 
talking about how it could be transferred to home. He said he had attended 
training in what you would refer to as "soft skills ". And so I asked, how can 
we use soft skills at home? So it opened up a possibilityfor me to help him to 
make that connection. 
Linda: Great. And did you think about this because we were talking last time 
about finding a way, like a newsletter, to make counsellors more aware of this 
as a potential tool, and maybe the fact that we were talking about it, just last 
week, that it was fresh in your mind? 
Social Worker: Of course! 
Linda: There is a whole battery of things that you can draw on from this when 
you are working with someone. 
Social Worker: Of course, the only reason I asked him was because of our 
conversation last week when you interviewed me about spillover. 
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This was an example in which the research had consciously promoted spillover 

with the social worker who then consciously promoted it in a linking dyad relationship 

with her steelworker client who, as a result, more consciously "spilled" his experience 

and skills from work "over into" his domestic sphere. 

In contrast, a counsellor working in a different agency in the city who was in 

one of the group interviews had not thought of suggesting to steelworker clients that 

they use their newly acquired skills. He had not thought about the role he could have 

played as a linking person in dyad counselling relationships with clients from Algoma 

Steel. He also did not seem interested in the idea of consciously promoting the use of 

spillover in his counselling work. 

6.2.4 Summary of Learning and Development Processes 

The following comment that I wrote in my book of research notes summarizes 

the learning and development processes by which spillover was happening: 

learning by doing, 

learning by relating or in connection, 
learning by exposure to alternate vision. 

Figure 6.5: Contextual Factors Associated with Spillover 

9 Receptive Networks 

9 Contexts or Sites of Spillover 

" Confidence from Collective Ownership 

" Perception that Joint Process was Working 

6.2.5 Receptive Networks 

In addition to spillover occurring in family and other personal relationships, it 

was also observed within the social networks of which the workers had always been a 

part or networks associated with their children's lives (e. g. sports, boy scouts, girl 

guides). The spillover was within networks of people with similar socio-economic 

186 



characteristics. There was not much evidence of workers branching out into whole new 

networks, particularly not networks of people of different social status such as those 

who usually serve on boards of directors of local institutions. Rather, spillover of the 

New Algoma experience was reflected in the way in which employees participated in 

their usual, easily accessible or receptive social networks. In Bronfenbrenner's terms 

the networks were in the workers' micro-, meso- and exosystems. In Vygotsky's terms 

they could be considered ̀ zones of proximal development'. In Lewin's (1951) field 

theory they would be parts of workers' `life-space' or `field' (p 240) or in which the 

`driving forces' would be greater than the `restraining forces' (p 259). 

One of the co-researchers made this observation: 

Co-researcher 3: The same kind of formal and informal structure that's In 
Algoma Steel is the same kind of structure that's inherent outside. The City 
Council, police services board and so on. You definitely have an informal 
structure and informal leaders that are in the community. And it's the same 
thing that happens in the Algoma Steel community. The people that are the 
leaders, you know, presidents, vice-presidents, leaders, chairs of committees, 
behind them in their own areas, there are informal leaders. Leaders who are 
on the floor, leaders with influence. Anybody that is in a position of 
responsibility or a position of power at Algoma Steel always has someone he 
can talk to that is usually an informal leader who people look up to. It's usually 
a person who doesn't go for a nomination for a committee, or for an executive 
office in a union, but at the same time, they know that when this person speaks, 
he speaks more in generalities of the group so he is a person that they listen to. 
It's the same kind of formal/informal infrastructure that's out in the community. 
People who are on City Council also depend on the informal structure that's in 
the community, and people in Algoma Steel take that into the community. 

Whether you are on the hockey committee or on a library committee, 
wherever you're at, you take that informal role with you because people who 
are heads of committees outside in the community depend on these informal 
leaders. Because informal leaders have a grasp on what the community wants, 
have a grasp on what the common Joe really wants, at times it's very necessary 
for community leaders to get a handle on these people, to understand, because 

you don't go and solicit information from every individual household or poll 
everybody, so they say well how do I get quick information, what the 
community wants or where the community is heading, so they go to these 
informal leaders. A lot of times you'll find, or I've found anyway, that there are 
people in Algoma Steel that are informal leaders there, but they're also 
informal leaders outside. They're level-headed people. They're family people, 
but they give good advice. They understand the way things should go. They're 
pretty fair; they encourage. 
Linda: Now, that would be a constant no matter what your workplace 
organization was. That's always been the case, right, that there would be 
certain informal leaders inside the plant, and they would tend to be leader types 
outside. Or are you saying that it has been enhanced now that you have this 
other opportunity to develop at work because it could be that before the natural 
leaders didn't have as much opportunity within the plant? 
Co-researcher 3: 1 think it's enhanced. 
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This co-researcher saw the new ASI experience building on or enhancing the 

informal social networks and leadership or the building blocks of social capital that had 

existed prior to the worker buyout. The increased opportunities provided by the 

democratization process resulted in the informal leaders and participants developing 

increased competencies. The people who had previously participated outside of work in 

social networks in various ways, including as leaders, now possessed more skills, 

experience and confidence to contribute. 

In addition to this enhancement of pre-existing informal social networks and 

leadership, the New Algoma experience was seen to be contributing new recruits to 

receptive community networks. These are the words of one of the co-researchers 
describing spillover occurring within workers' familiar, `receptive' networks, as they 

took what they have learned from the changed culture within the plant into their 

neighbourhood, community and amateur sport and leisure networks: 

Our overall community and society are quite violent and dog-eat-dog. So 

what's happening in Algoma is that we're changing that culture... we are trying 
to all as a unit, as a collective, trying to make things better for all of us not just 
for a few set people. Now the spillover of that is because those people who 
work in here also live out there. Now the spillover is that the guy who normally 
lives out there, maybe he now starts to talk to his neighbour a bit. Maybe now 
he's also coaching, maybe now he's also helping the boy scouts and the girl 
guides and also helps in the community in some way, shape or form. So the 
voluntary processes that are out there, that's where he or she is going to get 
involved-where they never got involved before. Using a lot of things that we 
use in the plant now, like Kepner Trego processes, problem-solving techniques, 
meeting skills. 

Another example was given by an employee who had been trained as an 
instructor in the training programme. For him the Sault and District Labour Council 

served as a receptive network in which to spill over his newly acquired skills: 

I see myself as both an instructor and a product of the training. Because of the 
skills I learned in conducting meetings, "train the trainer" courses, I became 
better at public speaking which I used at Labour Council. 

Nohria (1992) aptly describes the interaction between individuals and networks: 
"Networks constrain actions, and in turn are shaped by them" (p 7). He points out that 

according to a network perspective the network positions of actors constrain or enable 

their actions, but it also considers the possibility that actors can change their network 

positions. 
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Granovetter's (1973) notion of the "strength of weak ties" may help to explain 

why there was not more spillover. Since the spillover effects were seen primarily in the 

familiar receptive networks, they did not have an impact on other sites, particularly 

other social class locations. Chapter 8 on potential broader effects discusses possible 

ways in which the spilling over into networks of weaker ties, including plugs-ins to 

circuits of power, could have been facilitated. 

6.2.6 Contexts or Sites of Spillover Impact: Where Spillover Tends to Occur 

The most numerous examples of spillover involving front line workers were 

found in the places in which those employees would be expected to feel most 

comfortable-the places where they already tended to be more present: in amateur 

sports, in their neighbourhoods, in their extended families and friendships and in their 

religious institutions. 33 The exceptions to this pattern were (a) the union 

representatives sitting as official representatives of ASI on community bodies where 

only management representatives would previously have been, and (b) the informal 

interaction outside the workplace between employees of different status positions within 

the plant. (Informal interaction refers to production workers and managers greeting 

each other on the street and attending some of the same social functions. ) 

Sites of impact fall within all three spheres of Moore Milroy and Wismer's 

(1994) three sphere model of work: community work, domestic work and traded work 
(outlined and illustrated with Figure 2.1, chapter 2). 

Since this thesis conceptualizes all spillover effects as `work', from a feminist 

perspective, the three sphere model is a useful way to look at the sites of spillover. 

Spillover effects can generally all be considered work in that they involve the work of 
building relationships or helping others whether it be relationships in committees and 

coaching children in sports in the sphere of community work, in families in the sphere 

of domestic work or spilling back into the workplace in enhancing the team-building 

skills in the sphere of traded work. Moore Milroy and Wismer emphasize the 

importance of conceptualizing the three spheres of work to overcome the usual 
hierarchical consideration of the dominant public domain of traded work (called the 

33 Verba, Schlozman and Brady (1995) found that church affiliation-one of the sites of spillover 
identified in the ASI research-is "not stratified by income, race or ethnicity, or gender" and that 
"churches apportion opportunities for skill development relatively equally among members" (p 320). 
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workplace) and the subordinate private or domestic sphere. The three sphere model 

shows that work in the domestic sphere and community sphere is not only work but is 

actually "necessary to traded work and a threat to its totality" (p 85). This model is 

useful in discussing the intersection and inter-relatedness of the effects which spill over 

between all three spheres. 

Some of the Algoma Steel workers who were experiencing less authoritarian 
decision-making processes at work and being trained to participate in those more 

democratic processes were carrying that experience home. They were starting to 

challenge the kind of undemocratic family culture to which the wife of a worker refers 

in the lyrics of a British song by Sandra Kerr: 

I've heard you tell me how you'll pull the bosses down, 
You'll never do it, brother, while you're bossing me around. 
(Kerr, in Rowbotham, 1986, p 95) 

The daughter of one of the steelworkers gave the following example during a group 
interview with some children of steelworkers: 

Instead of deciding what our family does on his own, my dad now asks us [the 
kids] what we want. For example, he used to decide by himself what we'd do 
for our family holiday. Now he asks us what we want to do and tries to plan 
something that we all want to do. 

Reflecting about the spillover process, one of the co-researchers analyzed the 
intermediary role of spillover into the family/personal sphere as the link between 

workplace (traded) sphere and the community sphere: 

There is something that has been bothering me for a while, but I just couldn't 
understand. But I think it is going to hit me here. I see how we got involved, the 
individuals, in the first part of the spillover process. By spillover we mean 
changed relationships, very important, new experiences, skills at Algoma Steel, 
any of the joint decision-making process has affected individuals and 
community. And initially when we started this [research], that it's a big 
quantum leap between the individual and the community. We tend to forget 
that there is a group in between that most of us fall in and that is our families. 

This co-researcher was underscoring a problem in my research focus-the 

problem of looking for a direct link or spillover from work into the community sphere 

and the macrosystem without looking at intermediary links via family and personal 

relations. This echoes the same disregard for spillover into the domestic sphere by the 
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majority of the spillover literature. That literature, as presented in chapter 4, - has 

focussed most of its attention on how democratizing the workplace spills over into what 
is normally thought of as the political sphere, namely governmental politics, and 

voluntary organizations. Feminist scholars, on the other hand, have focussed a great 
deal of their theoretical and empirical work on the politics of the domestic sphere. As 

Rowbotham (1986) states, "The slogan `the personal is political'... extended political 

argument about democracy in the domestic and sexual life" (p 88). Social psychologists 

and sociologists have extensively studied the detrimental effects of authoritarian 
families and the advantages of more democratic households in order to, for example, 

reduce abuse of women and children. In spite of this work in relation to the significance 

of democratizing family relations, the effect of more democratic workplaces in this 

regard has received little attention. 

The question remains: does the spillover effect that seemed to contribute to 

fostering more democratic relations within families and marriages also heighten 

consciousness and motivation to challenge the broader macro patriarchal relations 

which impregnate family culture at the micro level? This thesis argues, particularly in 

section 8.2, that conscious political education which makes links to the broader relations 

of ruling must accompany the experiential and everyday learning and transformation. 

Only then can a truly praxis approach be employed to transform the profoundly 

undemocratic structures of inequality in patriarchal capitalist society-in the workplace, 
the community and families. 

As with the neglect of family as a setting in the spillover literature, Rosenblum 

(1999) writes about the underestimation of "everyday life" as a focus for 

democratization. By everyday life she means face-to-face relations between people in 

ordinary interactions: 

... the requisites of democracy in everyday life are simple.... The competences I have in 
mind are.. . treating people identically and with easy spontaneity, and speaking out against 
ordinary injustice (pp 72-73).... there is little doubt that these capacities to perform the 
small daily acts that make up democracy in everyday life.. . are political competence. 
When we exhibit these competences in the course of our day-to-day interactions we do 
not have the common ground of democratic citizenship in mind, but we reinforce it 
despite ourselves (pp 86-87). 

Many of the observations made in the ASI spillover research were examples of 
improved competences, to which Rosenblum refers, happening in everyday life. In 
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reflecting on his observations of fellow employees before and after the joint process, 

one of the co-researchers arrived at this conclusion about `improved competences' in 

treating people respectfully: 

Co-researcher 4: My experience with people in the department was that it was 
not unusual to break up a fight once a week-some sort of fight like somebody 
throwing something at someone; and, now we don't see that. That does not 
mean that you don't walk into the lunchroom and there is a heated argument 
whether it's about hockey or about football or about a social event, but people 
know how to discuss it. They feel comfortable discussing it as opposed to 
before when people didn't know how. They lacked the capability of making an 
argument and defending an argument, and all they did was scream or throw 
something at someone. 

This is the same co-researcher who noticed the improved behaviour of ASI employees 

within the soccer association meetings and activities. 

The following discussion between two other co-researchers at a subsequent 

meeting focuses on spillover occurring in sites of everyday life and taking the form of 

more developed everyday competence: 

Co-researcher 3: ... (S)pillover... is two fold. One is individually: as an 
individual you bring it out to your friends. Now you're a little bit more cordial 
and you start to make more acquaintances, friends. The other spillover is you 
bring it into your family and through being that way with your family you bring 
it to the rest of the family which is the community. That's where I think it starts 
to spillover. 
Co-researcher 5: At Algoma we used to call politeness "brown-nosing". We 
used to call sociability as being "on the make" for something. The fact that it 
gets better results, that it feels better, that it's a better way to live, that it's a 
better way for families, we didn't look at that. 

Finally, in a group interview of staff at the Group Health Centre that he was facilitating, 

another co-researcher eloquently commented on workers' improved competence in 

respectful everyday interaction: 

Co-researcher 1: When I came in I saw the plaque on the wall with your 
mission and your vision and your value statement. A lot of normal working 
class people are not familiar, even with that process, let alone to ever be 
involved in it, and that's part of the process of trying to get commitment to buy 
in and try to have respect for one another and all that. Normally, I was never 
exposed to that when I worked at Algoma Steel. I couldn't care less what their 
mission statement was or your vision was, or whether I was respected or I 
respected anybody else. I got that at home where values were taught by your 
parents or at school. So now we talk about it at work. And it makes a 
difference. You know it's like we'd say John can't problem-solve with his wife 
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because there is only one party that has the skills. I wouldn't even attempt to 
problem-solve, but at least there is on the very low end some skills that people 
get out of it-the fact that you respect them and their views, even though you 
disagree with them and you listen to them. Because in the past I wouldn't have 
done that. I would cut the person of and I could argue, scream and yell and be 
angry with that person, whereas I don't do that as much anymore. I can 
understand where you are coming from, and 1 respect that, and I'm not going to 
change that, but at least the conversation was lively. There is a difference in 
that part of what I've seen of our workers and the mission and value, which 
they've never seen. When they work in a team, that is what they have to do. 
They say, well, where do you want to go, what do you want to look like when 
you're done all of this? You know we start talking about mission, vision and 
values and what values we are going to use to get there. This is all new to them 
and it works. I mean just at that low level of listening to and respecting one 
another. 

Influence of Class, Gender and Race on Sites of Spillover Impact 

Most of the spillover effects involving the blue collar and clerical workers were 

not found in the boardrooms of the local hospitals and school boards. The sites of 

spillover impact reflect the way in which the community landscape is structured by 

class, gender and race. It was not just coincidental that the sites into which employees 

were found to be carrying their experiences, skills and values from the New Algoma 

were the places they felt most comfortable. They were comfortable because they are 

the locations within "the community" which were comprised of people from their own 

social class, gender and race or ethnicity. It was therefore not surprising to hear about 

examples of enhanced participation by blue collar, male workers of European origin in 

amateur sports organizations such as a soccer association. Similarly, the sites in which 
female employees were displaying spillover effects were the settings in which primarily 

women are generally found: parents' associations, Women of Steel. 

Co-researcher 3: The higher up in the organization you go, the closer ties they 
have to the community organizations. For instance the people in the front 
offices at Algoma Steel are the same ones that are involved in the Greyhounds 
[local farm hockey team for developing professional players], the same ones 
who are involved in any big community event. There's a lot of people in there 
that belong to the Kinsmen, the Elks, the Masons, certain church organizations. 
They have very strong ties and they only promote the people who belong to 
those same organizations outside, because I know who you are in that 
community, because you will back me in that community, you will definitely 
back me in there [in the plant].... The working class, at the shop floor level, we 
don't have the ties. All we've got is the neighbourhood ties that we've got on the 
street. So our ties are a little bit different. But the higher up you go in that 
organization, you'll see very, very strong ties in that community. Very strong 
ties with City Hall, very strong ties with organizations out there. Without 
putting names on tape, you know there's all kinds of people that are still, even 
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after they quit Algoma Steel or after they retire still have strong ties. So if 
you're not in the clique. 
Linda: We talk about old boys' clubs. 
Co-researcher 3: It's there, it's there. 

The group interview at a local First Nation territory revealed an understanding 

of the overlap of the values and approaches attempted in the New Algoma with 

Aboriginal traditional culture and values. The Indigenous steelworkers discussed the 

fact that collectivism and consensus-based decision-making at the plant meshes with 

their peoples' efforts to rid themselves of the top down decision-making process 

established by the Department of Indian Affairs and return to traditional ways of 

consensus-based governance. 

An influence of social class was the fact that the sites in which front-line 

working class spillover tended to occur were sites in which the spillover was less visible 

and less likely to be identified as having resulted from Algoma Steel. The research 

group observed that the front-line working class spillover tends to be seen as being 

simply a result of the individual, not viewed as Algoma Steel spillover (except the 

union's involvement in the community); whereas, when senior managers are involved in 

the community, for example serving on a board, that involvement is seen as Algoma 

Steel's involvement. Here are some of the co-researchers' thoughts about social class 

and spillover: 

Co-researcher3: ... there's something that comes to mind from the second last 
meeting about working class spillover. The spillover from... the working class, 
from the general foreman down-the unionized part-is that we have a 
different involvement in the community. Usually our involvement in the 
community is on a volunteer basis. People from upper levels of the company 
have always had community involvement. 
Linda: I remember you mentioned at that meeting that the informal 
infrastructure-the old boys' club-are involved in the Rotary Club, 
Greyhounds board34 and so on. 
Co-researcher 3: Greyhounds board, sitting on machine shop boards and 
contractor boards, sitting on the United Way board, credit union boards. 
Co-researcher 5: Nobody coordinates it, but if you become a superintendent at 
the plant, you'll find that you are doing these things. 
Co-researcher 3: But the working class, theirs is more of a participatory 
relationship on a voluntary basis whereas some of the management people are 
actually getting paid for outside services. It's a little different, but it's still 
public relations work. 

34 The Greyhounds is the name of the Sault Ste. Marie ice hockey team. The board of the Greyhounds' 
business organization is comprised of members of the local elite. 

194 



One of the co-researchers acknowledged the on-going differential treatment on 

the basis of race and ethnicity of people both in and outside the workplace: 

Co-researcher 7: Not everyone counts the same at Algoma Steel. Your last 
name makes a difference. Outside the plant the attitude is the same. I have a 
university degree from the country I came from, but I can't get a job in my 
profession here. 

6.2.7 Empowerment through collective ownership 

Being an employee owner, particularly when the workers owned over 50% of 

the shares, seemed to have a psychological effect on many of the Algoma employees. It 

was an effect noted during the spillover research project by both the employees 

themselves as well as being observed by people outside the plant-from family 

members and friends to those with whom they had contact in community activity. This 

is an excerpt from an interview: 

Worker: ... I say my company because it is partly my company now. 
Linda: Yeah. 
Worker: And that's a difference. 
Linda: Do you feel that? Do you feel that it is your company? 
Worker: Ido. 
Linda: you know how sometimes people say, "Oh I don't really feel different" 
Worker: Oh, it is definitely different. And you get more involved. By getting 
more involved you start caring. 

As the percentage of employee owned shares declined from 60% to approximately 27% 

the importance of ownership was observed by a participant in a group interview with 

staff of the Algoma Steel Credit Union. In answer to the question "Why has there not 
been more spillover? " one of the credit union employees said: 

Maybe a lot of employees no longer see themselves as an owner since the 
percentage of shares owned by the employees has decreased so much and is no 
longer the majority. 

The feeling of pride from being an employee owner was also seriously tempered 

by feelings of not being proud of the dilution of worker participation with reduction in 

training, the lack of support for workplace redesign-specifically the setting up of self- 
directed work groups-and retrenchment of old management approaches. The 

discussion of the core research group returned repeatedly to this diminishing feeling of 

pride and its accompanying inhibition of spillover. The enthusiasm the workers initially 
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felt as employee owners which spilled over into the community in the form of increased 

self-esteem seemed dampened as the percentage of shares and the joint process were 

both diluted. 

Healthy Financial Status 

During the first five years of the New Algoma the company's financial status 
improved dramatically. From being in a state of bankruptcy with no share value in 

1991, the company saw its shares rise to $8.75 on the Toronto Stock Exchange by 1997. 

This enhanced the workers' pride in their company as reflected in the following 

interview excerpt: 

Worker: 
... when I pick up a paper like Toronto Star for example, and see the 

stocks go up, that helps. To see where we are at different levels in the stock 
market. I was just talking with my dad in British Columbia. He hears in their 
paper about how Algoma Steel is getting a new mill and stuf and he says "Way 
to go! " 

By August, 1998 the share value had dramatically declined to $2.70 due to several 
factors, including the over-supply of steel in the global markets (Bellerose, 1998). Most 

of the observations of spillover were from the pre-1997 period when the financial status 

was favourable. After the economic troubles began to escalate the co-researchers as 

well as the interviewees were very hesitant and even negative. 

During group interviews in the community the "success factor" was mentioned 
by some interviewees. For example, in the interview of a group of employees at the 
Group Health Centre (GHC), the following comment was made: 

Patients who work at the plant are expressing a lot of anxiety about stock 
prices going down, about the closure of the tube mill, about the new mill not 
running properly yet. Being an owner doesn't help them with their stress. 

When asked if they thought the workers felt prouder since they are worker-owners, one 

of the people in the GHC interview underlined the adverse effect that ASI's economic 

woes had been having on the employees in contrast to the positive effect that St. Mary's 

Paper's (another employee-buyout in Sault Ste. Marie which is doing very well 
financially) financial success has had on its employee-owners. 
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Workers at St. Mary's Paper are much prouder. Whereas employees from ASI 
used to be anxious to get back to work following sick leave due to heart attacks 
etc., they now do not want to go back. 

In the same vein an employee made this comment: 

It sure doesn't feel good when people in your neighbourhood say, `flow come 
your stocks are falling like grain? ' 

The Greenberg, Grunberg and Daniel (1996) findings35 are consistent with the 

Algoma Steel findings with regard to the economic status of the company as a factor in 

spillover. Greenberg, et al identified an interplay between different forms of 

democratic participation, the economic status of the company, and spillover in the form 

of political participation. They found that in financially healthy workplaces the strictly 

representational form of participation has neither a negative nor positive impact on 

political spillover. In economically troubled companies, the solely representative form 

of workplace participation actually undermines the link to political participation outside 

the workplace. On the other hand, "direct, face-to-face forms of decisional participation 

in the workplace... are positively associated with external political involvement, no 

matter what the economic status of the firm might be" (p 324). They contend that for 

outside political participation to spill over from workplace participation, the workplace 

participation has to take a direct, face-to-face form. In that way workers can "learn the 

skills of deliberation, negotiation, information processing, and reasoned judgement that 

are so essential to the active and confident citizen" (p 324). At Algoma Steel it was the 

Self-Directed Work Groups that were intended to afford that kind of direct participation 

for shop floor workers. With the lack of support for the process of establishing self- 

directed work groups, employee participation in the New Algoma was increasingly 

limited to a purely representational form. This led the workers to observe that they had 

no more influence on decision-making than those in traditional, undemocratic 

workplaces. The worse the financial problems became, the more senior management 

reasserted itself as unilateral decision-makers. They claimed that there was no time for 

35 While the two studies of spillover are being compared here it is important to note that the forms of 
spillover studied in the two are not the same. Greenberg et al's research is about spillover in the form of 
participation in American politics, while the Algoma Steel study identified several other forms of 
spillover. Secondly, the methodology of the two studies is very different. Greenberg et al collected data 
through mailed questionnaires. The answers were quantified and statistically analyzed. 
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broader based decision-making in the form of meetings or consultations and that the 

workers' time should be spent only in production. 

This echoes Greenberg et al's comment on their findings: 

The general sense was that in economically troubled mills, power gravitated to the 
elected boards and professional managers, leaving the workforce out of the real 
decision making loop... (Footnote 15, p 322). 

6.2.8 General feeling or perception that the joint-process was working, 
particularly for the front-line workers 

During the course of the research, from the time the group of co-researchers first 

met in September, 1997 until the research project ended in the summer of 1999, workers 

were increasingly observing a deterioration of the joint process. They referred to 

examples of senior and middle management bypassing or subverting the joint decision- 

making process, including the development of self-directed work groups. The 

opportunities to participate were being blocked by supervisors and foremen refusing to 

let shop floor workers attend meetings and training sessions as production would be 

adversely affected. Ample availability of workers to replace them put such excuses in 

serious doubt. Overall the frontline workers experienced their participation being 

increasingly reduced. These observations were accompanied by feelings of 
discouragement, pessimism and powerlessness with regard to their ability to reverse the 

de-democratization process and restore the momentum they had felt at the beginning of 

the joint process. This context seriously affected the morale of the research participants 

and their thoughts about spillover. 

When I asked the research group to reflect on ways that might enhance spillover, 

most of the co-researchers responded with their concerns that the joint-process was not 
turning out as the workers had intended and that they would not therefore want to 

encourage the spillover of something that may not be beneficial after all. For example, 

this was part of a discussion held during the second meeting of the group: 

Co-researcher 1: The question you asked is how are we carrying this out into 
the community? Or why aren't we? Earlier I could have seen a lot of people 
going out telling the story about Algoma to whatever they belonged to, 
whatever club or whatever. You go out there and tell the story about what's 
happening at Algoma. I think we may have about 2 or 3 years ago, but I don't 
think we will today. 
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Co-researcher 2: When it first started I was very proud to be part of the 
restructuring programme. When I learned more about it and discovered that 
the rumours were true-how much the upper level took out of this restructuring 
in bonuses-it became a total negative for me, and I'll fell you I was very 
ashamed that that was allowed to happen. 
Linda: So that overshadowed the positive? 
Co-researcher 2: So the positive was gone in my mind. How the top level 
could possibly have done that when we sacrificed so much. 
Linda: Do you think that that is a factor in why the changes at Algoma are not 
talked about more? 
Co-researcher 2: Only hearing the negative now. When news of the bonuses 
first came out it was known as the "swindlers' list"-when the individuals were 
given the bonuses, like Hopkins (CEO) being made a multi-millionaire. How 
many millionaires were made? 
Co-researcher 3: How many more are being made? 
Co-researcher 2: at the sacrifice of union employees cut $2.89 an hour. These 
people wouldn't even have been in these positions. And that's a total negative. 
And it's absolutely shameful. And because it was so secretive. 
Co-researcher 4: But probably 5 years before that, when management 
attempted to pull the same kind of stunt, they would have just pulled it and 
nothing would have been said. You and I would have talked about it over a 
beer, but we would never have challenged it. But nowadays because of the new 
culture, because of people being more aware, it was challenged immediately. 
And that's why it was reversed. And that's one of the major positive points. 
.. and people are not happy with the bonus that our senior executives got and 
Hopkins, after he made those millions, he gave up 100,000 dollars (laughter) 
but anyway as a token, as a gesture he did that. 
Co-researcher 3: some gesture, eh? 
Co-researcher 4:... this time the only reason that stopped was the fact that 
people really objected and spoke up ... and they had to back of 
Co-researcher 1: That was a big step.... However since then it has not got any 
better. That's what I'm saying. There are not a lot of people that would walk 
out of the plant and say what I've learned in the plant I'm going to use to 
redesign the work somewhere else. I wouldn't dare go over to the... (a public 
service organization) I'm on the board of and redesign that institution on the 
model ofAlgoma, because the jury is still out on Algoma. I wouldn't even know 
if what we are doing is right or not. So why would 1 want to work with ... (a 
public service organization) and say maybe you could restructure your 
management, restructure your departments and the whole place. I wouldn't 
even try that because I'm not sure that what happened here is correct. 
Linda: So that's holding you back, because of questions in your mind, doubts 
about it? 
Co-researcher 1: A lot of it. At one time about 3 years ago we put on a 
conference36 here to talk about the story ofAlgoma and 1 don't think there's any 
heart left to do that. I'm not sure whether we want to tell them about that 
anymore. 

36 In 1995, the USWA and ASI held a conference attended by businesses and workplace organizations 
for the purpose of explaining the new decision-making process at Algoma Steel. Over 225 workers and 
managers from 110 North American companies and organizations attended the conference, entitled "The 
Changing Workplace: A New Frontier". One of the goals was to encourage the spread of worker 
participation in decision-making, problem solving and self-directed work groups. 
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Co-researcher 3: He is correct on that. I think right now we're probably alone 
of our low points in the process. Right now there's a lot of confusion. There's a 
lot of webs that are out there that are unfinished. A lot of stories... that are 
undone.... a lot of ideas ... remain hanging. {ilrether it's too many people talking 
at the same time and you hear nothing, or people are not pulling together. Me 
don't see a sense of leadership right now... for one side or the other .... 

7he 

management has proposed an hours of work policy that means people cannot 
wash up during company time... workers are pissed off about it. So there's an 
issue right now that's pending. It really doesn't mean a whole hell of a lot, but 
it could be one of the straws that breaks the camel's back 
Co-researcher 2: 1 think it's showing a dictatorship. 
Co-researcher 3: In the way it was done, you're right. 
Co-researcher 2: And it's looked upon as: "Oh God we're back to the old 
structure, to the old hierarchy. And there's the dictator speaking again". 
That's how union employees are seeing it. 
Co-researcher 1: It's a strong message. How would you want to go out and 
tell Algoma's story when they just did something that they would have done 

normally 25 years ago? 
Linda: the opposite of a democratic process 
Co-researcher 1: So how do you tell the story that we're in a new Algoma?... 
Co-researcher 3: It's a slap in the face of a lot of people... 
Co-researcher 1: ... 

You have to look at what the structure is that we 
developed. If you're going to sell this to anybody else or talk about it. you have 
to talk about the structure we have, and it's not working 
Co-researcher 2: That's right. 
Co-researcher 1: If the structure is right then we're missing something else. 
We're missing this 'kinder, gentler organization'... Those people that have gone 
through it, understand it and know how to focus, how to talk to one another and 
take the next step, they may use that outside, but we only have what 20%of the 
people maybe have done that in Algoma? 
Co-researcher 3: The number who actually practice, yah 20% 

As a result of their feelings of discouragement due to increasing backsliding in 

the democratization process since 1995, the forms and examples of spillover they 
identified were primarily spillovers of the experiences in the joint process from 1992 to 

1996. Any discussion of how to consciously enhance spillover inevitably returned to 

the need to reverse the de-democratization process to reverse the decline in 

participation. Until that was dealt with the co-researchers were unwilling to embark on 

any projects to promote spillover. Instead, they preferred the less direct approach for 

the action research project of interviewing target groups in which spillover effects might 
be identified and possibly enhance spillover by introducing the subject and asking those 
interviewed how they thought spillover could be enhanced. Interestingly many of the 

responses to that question confirmed the views of the co-researchers: to enhance 

spillover, increase the soft skills training, return to the initial percentage of employee 

owned shares and increase participation in the plant. 
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The finding that spillover seems to be related to the workers' feelings as to 

whether or not the workplace democratization process is `working' or progressing 

toward its goals is consistent with important aspects of Greenberg, Grunberg and 
Daniel's (1996) analysis. Their study strongly supports the fact that spillover from 

workplace participation in decision-making to political participation outside the 

workplace takes place indirectly through the development of a sense of mastery and 

political efficacy. Furthermore, they found that there are "strikingly different impacts 

of direct and representative democratic forms in the workplace on workers' sense of 

mastery and on their consequent outside political participation. " Their findings showed 

that "direct, face-to-face democratic forms of participation enhance the sense of 

mastery, political efficacy, and campaign and community participation" whereas 

participation at workplaces with the indirect, representative kind of participation has 

negative effects especially on workers' sense of mastery. It is the sense of mastery 

which they found to be a particularly important factor increasing people's political 

participation outside of work (pp 319-320). They found that low intensity activity 

consisting of only participating in elections every one or two years in workplaces with 

representative participation does not enhance workers' sense of mastery. In fact, in 

economically troubled companies, participation in direct forms of democracy still 

enhances workers' sense of mastery; whereas, participation in only indirect, 

representative forms of democracy undermines their sense of mastery substantially (p 

321). 

Greenberg et al's (1996) findings with regard to representative democratic 

forms (or in Pateman's term, `partial participation') versus direct, face-to-face forms of 

participation (or Pateman's `full participation') is consistent with Algoma Steel 

spillover findings. The co-researchers repeatedly commented on the joint-process 

regressing to a type of ineffectual representative democracy based on partial 

Participation rather than progressing toward more shop floor democratization in the 
form of self-directed work groups for fuller participation. This in turn reduced their 

sense of mastery and political efficacy both at work and outside the workplace. Instead 

of being enthusiastic about trying to apply the changes occurring in the New Algoma to 
life outside the plant, as one worker said, in the discussion quoted above, they were 

waiting to see whether the outcome of the process would be positive or negative: 
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The jury is still out on this one. Why would we want to encourage people to 
adopt a process similar to the [Algoma] joint process when we don't yet know 
if it will work or not? 

6.3 Two-Way Character of Spillover 

This chapter has argued that the mutuality, reciprocity, interdependence and 

connection which are conducive to development (Bronfenbrenner, 1996; Jordan, 1991), 

including the development which occurs when people take capacities from one setting 

to another, are most likely to be found in the workers' family and everyday 

relationships. When those relationships are characterized by mutuality, reciprocity, 
interdependence and connection they seem to serve as developmental dyads 

(Bronfenbrenner, 1996) or effective learning relations (Jordan, 1991) which facilitate 

spillover of new ways learned in the participatory workplace. There was also reference 

made in the research findings to those developmental relations in the personal/family 

setting facilitating spillover of relational learning from that setting into the plant. 
Greenberg et al (1996, p 307) make reference to the possible two-way character of 

spillover: 

It is possible, even likely, that the relationship is reciprocal; that political participation 
may enhance the sense of internal political efficacy. See Brady, Verba, and Schlozman 
1995: 271; and Stenner-Day and Fischle 1992. 

Early on in the research process the co-researchers reflected on the two-way 

character of spillover. In other words, the kinds of human development being observed, 

such as relational skills, were not only spilling over from the traded sphere of work (the 

New Algoma) to the domestic and community spheres. Those capacities and ways were 

also spilling into the traded sphere from the domestic and community spheres of work. 
Employees who were accustomed to functioning in cooperative ways in personal and 

community relationships were observed to be using those abilities in the workplace and 
being more active participants there than those used to functioning alone, without 

commitments to others outside work. The co-researchers made the following 

observations: 

Co-researcher 3: There are people who are in family relationships who have 
another responsibility elsewhere and have to cherish and make sure that those 
relationships grow. What I am saying is that family oriented people in some 
ways are also leading some of the joint decision making at work. For one thing 
they are natural at it because they did it at home. If I have four or five kids at 
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home or two kids and a wife, somewhere down the line I have to compromise 
something. I have some leadership skills, consensus building skills. I've 

already got that, and I bring it to work with me. It's easy for me to work with 
other people, easier not easy. I'm not saying I've got a head start. I'm just 

saying for some people who are in families already, we take that to work. 
When we get into a team concept, or consensus building, we have an easier way 
sometimes of getting our point across. If she (pointing to a co-researcher) says 
something to me, I could say "You know I don't like it and 1 don't give a shit": 
But most of the time it's: "Well, OK, I've had to compromise in some way 
somewhere else which is usually in my family. I'll compromise here too ". 
A lot of people who are involved in Algoma Steel's joint system have families 

outside. We already have that built into us because we have a relationship 
outside with our family to begin with. We bring that relationship and those 
values into the workplace. And now we are able to use then in a team 
setting.... You couldn't really use them before. Now you're able to bring in 
some of these values and incorporate them into a team concept because that is 
what decision-making and the whole process really is geared to-to having a 
relationship. Some of the basic relationships we have are with our families, so 
that extends both ways... 
Co-researcher 6: ... When a man and woman take the choice to become 
married, ... and if they have kids, they have to make a decision about whether 
the woman stays home and looks after the kids and the man go out and provide 
for his kids and family, or they both have to go out and provide for the kids and 
have somebody else look after the kids. That's joint decision-making right 
there. 
Co-researcher 5: You have to compromise, like: "Who's driving the van tonight 
and who's not? " 
Co-researcher 6: Like... [co-researcher 3] was saying, the married guy makes 
more sense out of doing stuff than the single guy. 
Co-researcher 3: Generally most of the marriages that fail, 1'm talking about 
the early stages of marriage-the first 5 to 10 years, they fail because one or 
both of the individuals don't realize that life has changed the moment that they 
have decided to live together whether in a formal or informal relationship. 
Co-researcher 8: That's for sure! 
Co-researcher 3: Life changes, OX ? You cannot say "1'll do this 
Co-researcher 6: Communication 
Co-researcher 4: Ya, we had two divorces in the department recently and you 
trace it right back to that. The guy gets married and spends the nights in this 
club or in that club or out with the buddies, and money is no object and they 
spend all kinds of money.... And then he kind of looked at me when I asked him: 
"And did you expect your relationship to last? " 

During another research group meeting one of the co-researchers again referred 

to the two-way character of spillover with regard to the interface between family or 

domestic sphere and the traded or workplace sphere: 

Co-researcher 3: Spillover goes in both directions, including 
dysfunctional aspects, not just as far as making decisions at work and 
that's some kind of a family kind of relationship where people trust each 
other, but at the same time we have to remember that about 50% of the 
Sault's population is involved in divorces so it's pretty difficult to tell 
them we're 8 hours in Algoma Steel as a family trying to get along with 
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each other and the rest of the time outside we're not a family. That 
results in 2/3 of time (16 hours) against the getting along together 
approach. So we're bringing that into work-including people who've 
gone through traumatic changes, drugs, alcohol, child abuse. So that 
spills in. 

Finally, as can be seen in the following excerpt, one of the workers in a group 

interview spoke of the two-way nature of the process in terms of how the training in 

communication skills and the new experiences he was having at work had made him an 

overall "better person", thereby influencing the way he was relating to people both at 

work and outside of work. 

Interviewee: I had one fellow one time come and chat with me. ... 
(lie had 

always played ball together, drank together. We had partied and done that 
type of thing and I found it odd that through the training in listening skills that I 
had had that he ended up chatting that day. He was going through some hard 
times financially and with his wife.... I didn't want to just listen to him talk and 
every now and then if something opened I would suggest something and again 
that was from training. When he left he said, "You know I never knew you were 
like that". ... 

he had seen the one side-the partier, the no-bullshit type and I 
guess I'd never shown him the personal side to me.... 
Linda: So you say that was through the training-trying to take the time to get 
to know another person, using listening skills? 
Interviewee: Sure, ... just knowing when to talk and when to not talk, knowing 
that my outlook has changed a little bit. Before when I came on the job I 
thought one way and when I was off the job I thought another way, and now 
I've blended the two.... 
Linda: Well, that's really interesting to see that there's a blend and the blend is 
probably affecting you back inside too. You try things from the training in the 
plant and they affect how you do things outside, and that affects how you bring 
it back inside. 
Interviewee: Well sure, you just become a better person. 
Linda: When you said blending what do you mean? 
Interviewee: You are just a better person. 

The two-way character of spillover is consistent with the theoretical basis of this 

chapter. It can be seen as Bronfenbrenner's mesosystem-"the interrelations between 

two or more settings in which the developing person becomes an active participant". In 

fact, according to his ecological systems theory, for human development to truly occur 

changes in behaviour have to "carry over to other places at other times". Otherwise, the 

observed altered behaviour "may reflect only a short-lived adaptation to the immediate 

situation" (1996, p 14). 
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Action and organizational learning theory support the importance of the two- 

way character of spillover in reinforcing newly developed values, attitudes and 

behaviour-in other words cultural change. According to Dixon (1994) we create 

`meaning structures' of, or give meaning to, the world with which we interact. As she 

points out, Freire (1993) refers to learning as `naming the world'. When the 

steelworkers were learning about alternative, more democratic values and 

organizational arrangements based on those values, learning to effect cultural change in 

their workplace, they learned more effectively when they had the opportunity to apply 

those new ways in more than one setting. They were thereby able to relate their 

meaning structures of the New Algoma to similar meaning structures in settings outside 

work and vice versa. Dixon further posits that the meaning structures which a person 

develops are linked with other meaning structures to form networks. The resultant 

network is the person's `cognitive map'. In the concept `cognitive map' she includes 

both feelings and knowledge: "When I use the term `cognitive' here, I am not 

intending to limit the relationships to areas of formal knowledge, nor to that which is 
only in conscious awareness, but I include as well all the feelings, beliefs, motor skills, 
procedures, and a host of unnamed expressions of our understanding (p 16). 

6.4 Conclusion 

In Chapter 5 we were able to establish that there was a clear link between the 

new Algoma workplace and life outside the workplace. The research uncovered a wide 

range of impacts primarily at the micro level of people's lives. The spillover effects 
identified were: 

" The rescue of Algoma Steel through the worker buyout resulted in local job 

preservation, wealth creation and provision of a sufficient material base to 

sustain local public institutions. 

" The new worker-ownership structure became a visible alternative economic 

arrangement in public discourse. 

" The joint union-management decision-making structure and process served 

as a model for other organizations in the local area and beyond. Some 

workers and managers transferred those practices into their communities of 

practice in their churches, sports associations, schools, health care facilities, 

a First Nation and so on. 
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" Skills and competencies such as conflict resolution, meeting skills, enhanced 

inter-personal or communication skills, problem-solving skills and enhanced 

technical training acquired in the New Algoma were being transferred to and 

used in: (a) community settings such as recreation, parents' councils, 

churches, voluntary service work and a First Nation; and, (b) in employees' 

family, personal and friendship relations. 

Employees were displaying greater confidence, being more assertive and 

feeling prouder about working at Algoma Steel-partly as a result of having 

more say at work, learning to express ideas and concerns, acquiring new 

skills and knowledge and feeling they had a stake in the company äs 

employee-owners. 

" Some employees were transferring the increased value placed on 

relationship-building at work to relationship-building in their lives outside 

work. 

The strongest effects were developments of `previously unrealized 
behavioural potentials' (Bronfenbrenner, 1996, p 40) at the micro level of employees' 
lives-in the sphere of domestic and everyday life and the working class sites of the 

community sphere. Spillover at the macro societal level were much less common and 
took place mainly on the initiative of the union leadership or academics. 

In Chapter 6 we have explored the research findings with regard to how the 

spillover impacts occurred. We have shown that spillover came about by means of 

certain processes and in favourable contexts. The processes identified were: 

" The new competencies and cultural characteristics of the steelworkers 

which spilled over were those learned through the action learning 

processes that were available to many of the workers from approximately 
1992 to 1996. 

9 Both the content (what spilled over) and the process (how it happened) of 

spillover were relational. 

" Spillover was more likely to happen for workers who participated in a form 

of dialogical reflection or consciousness-raising, including the conscious 

promotion of spillover. 
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The contextual factors in which spillover is more likely to occur were also 

identified: 

" Spillover was more likely to occur within receptive social networks such as 

familial and other personal relationships and networks of which the 

employee or his or her family had already regularly participated, such as 

sports, boy scouts, church. 

" The sites in which most spillover occurred were consistent with employees' 

social location. They reflect the way in which the community landscape is 

structured by class, gender and race. 

" Spillover was influenced by the extent of collective employee ownership. 

" Spillover was related to the perception of whether or not the joint-process 

was working. As the democratization process was diluted, the interest in 

promoting spillover declined. 

These are the processes by which and contexts within which people transferred 

their participatory learning across the boundaries between their various communities of 

practice in the different spheres of their lives. 

The Algoma Steel spillover research shows that for front-line workers, the bulk 

of the spillover effects of workplace democratization followed pathways from the 

workplace into the familiar contexts at the micro level of their lives. 
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CHAPTER 7: CONCLUSIONS: IMPLICATIONS FOR POLICY, 
PRACTICE AND RESEARCH 

We are loath to experiment with new social forms as contexts for realizing human 
potential. "After all, " we say, "you can't change human nature. " This precept 
underlies our national stance on social policy and much of our science of human 
development as well (Bronfenbrenner, 1996, p 41). 

... at the root of our present unjust economic and political structures is not only an 
inequality in the distribution of income but also an exclusion of the vast majority of 
people from any meaningful decision-making power over their own lives-particularly 
denial of control over their own labour and the products of their labour. We call this 
denial of control "disempowerment. " It relegates a majority of people to being merely 
objects and denies an essential attribute of what it means to be human: to be creative, to 
enjoy the fruits of our creativity in community with others and to be subjects of our 
own history (GATT-Fly, 1991, p 8). 

An alternate vision is a prerequisite for meaningful social change (Mullaly, 1997, p 21). 

7.1 Introduction 

This thesis journey, through an analysis of the spillover research findings as 

well as a study of spillover literature, has led me to make the following conclusions. 
There were important positive spillover effects occurring from the changes in 

workplace culture in the New Algoma from 1992 to approximately 1998. The spillover 

effects included increased economic, social, cultural and political benefits as outlined in 

chapter S. The social, cultural and political spillover occurred by means of certain 

processes and in the presence of factors or contextual conditions as outlined in chapter 
6. 

In this chapter, I reflect on those conclusions with a view to arriving at policy, 

practice and research implications that they suggest. The reflection and implications are 

organized according to the headings listed in Figure 7.1. 

Figure 7.1: Implications for Policy, Practice and Research 

" For government 
" For Algoma Steel 
" For USWA and the broader union movement 
" For community development 
" For leftist political parties 
" For academic and research institutions 
" For research about workplace democracy and its 

spillover 
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7.2 Implications for Policy, Practice and Research 

7.2.1 Implications for Government 

The conclusions of this research provide new evidence of the civic and social 

benefits, in addition to the more obvious economic benefits, accruing through 

workplace democratization. 

For Civic Goals 

When the New Algoma was providing opportunities for its employees to receive 

training in, and apply, the skills known to contribute to increased political participation 

and civic voluntarism, civic capacities were being developed. Civic skills include 

ability to participate in, organize and plan meetings, write letters and make 

presentations-skills that Almond, Verba, Schlozman and Brady (1995) have identified 

with political or civic participation. This thesis indicates the advisability of public 

policy support for workplace democratization in order to contribute to the enhancement 

of the quality of political participation and decision-making at the community level as 

well as levels beyond. 

For Social Goals 

Workplace democratization also makes sense from a government social policy 

perspective. Use of skills such as communications skills, conflict resolution and 

problem-solving skills were shown to resolve family problems. From a social policy 

perspective workplace democratization is a form of prevention of social problems. 
Preventing social problems is both an intrinsic social policy goal as well as a means to 

reduce social programme expenditures normally required to respond to such problems. 
The research supports the adoption of government policy to support workplace 
democratization in order to improve the quality of life outside and inside the workplace 

and to prevent social problems. 

This policy implication is supported by David Gil (1991), Professor of Social 

Policy at Brandeis University, who eloquently makes the case for workplace 

democratization as a prerequisite for reducing and preventing social problems: 
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The class dynamics of societies permeate most workplaces by means of hierarchical 
occupational and authority structures, and bureaucratic domination and controls. As a 
result, human relations and experiences at work are often unfulf lling, dehumanizing, 
and alienating; and people's development and health are adversely affected. The 
frustrating quality of work-life is often reflected in physical, emotional, and social ills, 
and in destructive and self-destructive behaviors in workplaces, communities, and 
homes. Destructive and self-destructive behaviors such as domestic violence, 
alcoholism, drug addiction, mental illness, suicide, and crime, are usually not traced to 
their likely sources in the social dynamics of work-life, but tend to be interpreted as 
personal shortcomings of individual workers (p 392). 

The existence of more employees feeling sufficiently confident and possessing 

skills required for effective voluntary participation in community organizations 

contributes to the healthy social functioning of not only individuals and families but 

also to the overall health of communities (Premier's Council, 1991). 

According to Elden (1986) worker ownership based on the full democratic 

model, rather than partial participation, is a way to promote social and civic goals as 

well as economic ones. Referring to the Norwegian experience, Elden makes the 

following case for public policy supporting the democratization of workplaces for 

societal development: 

... (D)emocratizing work organizations is a strategic intervention in societal development; 
the "relations of production" are the leading edge of social change. Thus, change efforts 
are not limited to efforts within companies, but extend to relations between companies 
(interorganizational networks) and among work and family life, leisure, education, and 
community development. A project is developed not just because management is 
interested in more effective organizational functioning, but also because of the strategic 
importance of developing a more democratic society (Thorsrud, 1984) (Elden, 1986, p 
246). 

It is important to emphasize that only full participation is effective in producing 

positive spillover. The ASI spillover findings as well as Greenberg, Grunberg and 
Daniel's (1996) research both support this conclusion. Both demonstrate the co- 

relation between (a) workers' perception that they were in processes aimed at fuller 

participation and (b) positive spillover effects such as enhanced feelings of efficacy and 

morale. In the ASI spillover research there was evidence that those workers who were 

transferring their new experience and skills most were those who were involved in 

more intense participatory opportunities e. g. in self-directed work groups, in 

departmental steering committees or active committees and task forces and had taken 

extensive training. The corollary was evident in the form of disinterest in spilling over 

experiences from the New Algoma as the democratization was increasingly diluted. As 
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the training was terminated, support for the workplace redesign efforts to set up 

SDWGs diminished and the joint process was side-stepped by senior management, 

interest in promoting spillover seriously declined. In other words, as the participation 

goals shifted from full participation to partial participation and pseudo participation, 

spillover declined. 

For Economic Goals 

The economic spillover (presented in Section 5.4.1) clearly identified a major 

reason governments should take measures to facilitate worker owned and controlled 

enterprises. Through public policy supporting worker ownership such as employee 

buyouts and cooperatives, government could contribute to the creation of viable places 

of employment. Such modes of ownership (1) have jobs, not just profit, as a goal of the 

enterprise, and (2) result in the multiplier effect for other jobs in the community (small 

business, public services). In these ways the alternative economic arrangements such as 

employee ownerships and cooperatives reduce unemployment and all of the related 

social health problems that accompany unemployment. 

Sociotechnical Systems (STS) Ideas 

Norway's policy model based on sociotechnical systems ideas provides the best 

example of the kinds of governmental policies that could support both the development 

of workplace democratization and the positive spillover effects from that 

transformation. Norway's sociotechnical systems ideas grew out of research on 
industrial democracy at the Tavistock institute in London, England in the 1950s. Elden 

(1986) emphasizes the fact that English coal miners invented self-managing work 

groups on their own. Tavistock researchers merely discovered them. Norwegian 

researchers in the 1960s further developed the Tavistock concepts into the ideas upon 

which Norwegian public polices are based. 

Central to the Norwegian policies is an emphasis on developing methods of 

research and organizational change that allow workers "to study and change their own 

organizations (Elden, 1986, p 244). " This approach has allowed workers to generate 
local theory useful for democratizing their organizations through participatory action 

research. "Workers thereby create their own workplace according to their own local 
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theory (p 244). " Two of the processes identified as important in the ASI spillover 

research findings-consciousness-raising and relational learning-are encouraged by 

Norwegian policy approaches. Elden (1986) describes them as follows: 

Democratizing the process of organizational change means empowering workers to 
design and redesign their own workplace in harmony with the larger organization as a 
total system. Empowering participation calls for consciousness-raising and self- 
managed organizational learning, which necessarily means learning about oneself in 
relation to others (p 244). 

Elden summarizes the following main features of the Norwegian public policy 

approach to workplace democratization: (a) institutional and state support for workplace 
democratization, (b) high levels of cooperation and conflict37, (c) a vision based on 

democratizing working life38, and (d) participatory action research based on workers as 

experts (pp 245-246). 

In summary, the Norwegian model of public policy aims to democratize not just 

humanize workplaces based on sociotechnical systems concepts (Eiden, 1986, p 246). 

7.2: 2 Implications for Algoma Steel Inc. 

One of the research's conclusions, referred to above in section 8.2.1, that full-, 

not partial- or pseudo-, participation is a necessary condition for positive spillover leads 

to the implication that ASI return to the goal and implementation of full participation as 

set out in the 1992 employee buyout agreement. This would benefit not only the 

broader society, but would also directly benefit ASI itself. This conclusion is based on 

the findings about the two-way character of spillover presented in section 6.3. 

Because of its two-way character, the human and social development resulting 
from spillover has important contributions to make to an enhanced functioning of 

employees and their organization and production within the plant. Promoting spillover, 

as well as factors which enhance it-such as training and a full-participative process, 

would therefore be advisable policy for ASI to endorse and execute. 

37 Ways to both deal with conflicts of interest among stakeholders (such as about wages) and cooperate 
around common interests are employed. Both conflict and cooperation are expected and acknowledged. 
38 The goal of STS policies is to democratize working life in Norway as an alternative to hierarchy. 
Workplace democratization is considered to be a strategic intervention in societal development. 
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7.2.3 Implications for USWA and the Broader Union Movement 

The union's presence at ASI distinguishes it from cooperatives which were the 

sites of Greenberg's (1981,1986) and Elden's (1976) research. Greenberg (1986), 

drawing on Jenkins (1974), considers that contextual factors such as the role of unions 

in European workplace democratization in connecting worker-owned and managed 

enterprises to a broader progressive social and political movement may partly account 

for the more positive political spillover effects from workplace democratization than in 

the United States. In Greenberg's words: 

... in Europe, as contrasted to the United States, workplace democratization initiatives are 
generally understood in a broad political context, integrated into the programs of labor 
unions and political parties; how the humanization of work is rarely considered apart 
from the issue of authority in the plant; how work reform is conventionally linked to 
broader ideas of social justice; how the enhancement of the in-plant work environment is 
frequently linked to the provision of social services outside of the plant; and finally, how 
union and party activists often make the explicit linkage between small-scale work 
reorganization and the movement for a better society (however defined) (p 157-158). 

In the Algoma spillover research it was the union that took the initiative in pointing out 

the potential for the New Algoma to serve as a model to plant the seed for people to 

think of the need to democratize other social organizations in their lives. It was also the 

union that pressured to have the training and participation real and empowering, 

particularly in the early years of the New Algoma. 

While there have been real concerns on the part of unions about "crossing the 

line" (Quarter, 1995) and obscuring workers' interests in working with, or as, 

management of firms in the context of a capitalist market economy, some of those 

concerns could be mediated if worker ownership were part of a broader consciousness- 

raising context and in a full-participation process. The findings point to a crucial role 
for the union in realizing these contextual factors. It is the union that could be the 

watchdog to ensure that the joint process and workplace transformation are full and 

authentic instead of partial and pseudo. It could be the collective voice for the 

employees in the unequal power relations between them and senior management. It can 

also very importantly provide the consciousness-raising education so that workers make 

the connection between local transformation of their single enterprise and the 

movements to democratically transform the broader society. It, along with the NDP, 

could provide a broader analysis of the need for democratization in all societal 
institutions in order to transform society as a whole. The advantage of this approach to 
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working class politicization is that it provides opportunities for experiential learning in 

`communities of practice' (Wenger, 2002). Rather than simply learning cognitively 

about the humanizing and dis-alienating value of worker ownership and control of the 

means production, full workplace participation and ownership allows workers to learn 

to participate by participating (Pateman, 1970) or to learn to transform by transforming. 

Further policy implications for the union result from findings identified through 

the lenses of feminist and anti-racist perspectives. Firstly, union staff and activists could 

encourage the use of feminist perspectives to acknowledge the importance of 

(a) relational learning, and of nurturing and supporting people as they go 

through major change processes personally and organizationally, 

(b) family and personal supports, the value of spillover effects from the plant 

reinforced in the domestic/personal sphere and spilling back into the workplace, 
(c) feminist community organizing approaches so as to develop and sustain 

social networks of support throughout the community as well as having 

plug-ins to power 

(d) lessons from feminist movement experiences about consciousness- 

raising by connecting the `personal' with the `political'. 

The spillover research identified a great deal of `personal' transformation that could 
have been connected in theory and practice with broader `political' transformation 

movements. 

Secondly, spillover effects could have been enhanced by means of race 

conscious analysis. Through consciousness-raising about systemic racism and the need 

to value cultural diversity, systemic blinders could be increasingly removed. Union 

staff and leaders could recognize and build on strengths from those among their 

members as well as other people in the community who have had some "cultural 

congruence"-for example, congruence between Indigenous values and processes and 
democratic workplace values and process-with the cultural transformation being 

attempted in the New Algoma. The union could point to consensus-based decision- 

making processes such as those in the new Nunavut government. 
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Recently a new Canadian territory called Nunavut (with similar governance 

powers to those of a province) was established in a large part of Canada's sub-Arctic in 

which the population is primarily Inuit. It has the first consensus-based 'decision- 

making government in a developed country. Similarly the medicine wheel approach 39 

to community development would be an appropriate one to use in developing, a 

workplace culture based on collectivist social relations. Figure 7.2 illustrates the holistic 

development model used by the Alkali Lake Indigenous Band of the Shuswap First 

Nation in northern British Columbia. It is a model increasingly used in community 

development by both Indigenous and non-Indigenous people in Canada. 

Figure 7.2: Holistic Development Model of the Alkali Lake Indigenous Band 

social 

cultural I political zoo 

spiritual mental 
will 
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Source: Nozick, 1992 p 103. 

39 hart (2001), a citizen of Fisher River Cree First Nation, describes the medicine wheel as: 
an ancient symbol of the universe used to help people understand things or ideas we often cannot 
physically see. It reflects the cosmic order and the unity of all things in the universe..., but it 
can be expressed in many different ways as there is no absolute version of the wheel .... It often 
holds a common appearance in that it has been generally constructed as a circle with four equal 
pied-shaped sections separated by four equidistant points that are connected by two 
perpendicular lines crossing in the middle of the circle .... As a central symbol used for 
understanding various issues and perspectives, the medicine wheel reflects several key and 
interrelated concepts that are common to many Aboriginal approaches to helping. Many of the 
following concepts help explain the medicine wheel.. .. They are wholeness, balance, 
relationships, harmony, growth, healing, and mino-pimatasiwin (p 234).... (M)ino- 
pimatasiwin... [means] the good life .... The good life is the goal of living life fully, learning, and 
healing. This growth and attempt to reach the good life is not just an individual focus-it also 
involves the family and community. Herring (1996, p 74) ... suggests that "Native cultures 
emphasize cooperation, harmony, interdependence, the achievement of socially oriented and 
group goals, and collective responsibility" (Hart, p 239). 
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7.2.4 Implications for Community Development Movement 

People involved in community development tend to be divided in their focus- 

working exclusively in relation to either economic or social concerns. The spillover 

research points to the shortcomings of such an approach. Those working in the 

economic field are mainly concerned with bringing employers to town and expanding 

markets from existing businesses. Those in social development are dealing with the 

kinds of fallout that occurs from alienating workplaces or from joblessness. Rarely do 

community development people work on both aspects and maximize the benefits of the 

reinforcing relationship between the two. This is reflected at the academic lcvcl, in tile 

design of post-secondary community development programmes. The newly instituted 

BA in Community Economic and Social Development at Algoma University College is 

the only programme that combines both economic and social development in Canada. 

The community development movement could lobby for community development 

agencies to stop separating their mandates along economic and social lines and pressure 

for more academic programmes which marry the two aspects. 

The spillover research demonstrates the value which community economic 
development, if based on collectivist values and processes, can have for community 

social development and vice versa. While community economic development workers 

are cognizant of the social benefits to community economic development in terms of the 

social effects of increased employment, the mutually reinforcing effects of human and 

social development in the "social" and "economic" or workplace settings needs to be 

more consciously used in community development work. Those involved in 

democratization and empowerment efforts in workplaces-or the traded sphere-could 

find ways to converge their cultural transformation approaches and action with those 

involved in democratization and empowerment efforts in the community and domestic 

spheres. The two-way character of spillover shows the potentiality when development 

in one sphere is used as a starting point for the enhancement of development in other 

spheres. This calls for further attention to overcoming not just the `economic'/`social 

divide', but also the gender divide: workplace democratization tends to be the purview 

of primarily male trade unionists while community `social' development tends to focus 

on women's issues and involve more female participants (though many of the paid 

organizers are men). 
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4i4.. 

A praxis approach to community development considers both egalitarian, 

democratic process and egalitarian, democratic values-based content to be 

indispensable. The contention that workplace democratization in a capitalist economic 

system is only a form of class collaboration, that cannot contribute to social 

transformation ignores the role of practice or action learning. Learning to create the 

egalitarian, cooperative, 'democratic processes can be part of the unmasking of the 

existing unequal, authoritarian social relations. At the time of writing this thesis, an 

Algoma steelworker made the following comment, during an interview on CBC'radio 

concerning a restructuring plan to save the company from bankruptcy due to several 

factors such as reduced market demand for domestic steel. His comment shows the 

value he now places on the need for non-authoritarian social relations as a result of his 

experience in the joint process: 

As it stands right now we have a joint participation. I am a [departmental] co- 
chair [representing unionized employees of the department]. I have 
participation with the managers at all levels and information flows back and 
forth. The concern is: will it go back to the old autocratic way that we have no 
input, no say and everything will be dictated. 

This statement reflects not only an experience of empowerment for that employee but 

also allows that experience of empowerment to spill over into the community discourse 

and consciousness in the form of a commentary on a public radio broadcast. Other 

members of the Sault Ste. Marie and district community, listening that morning, were 
thereby exposed to an alternative vision of the form social relations at work can take. 
They could also have been prompted to reflect on social relations in other social 
institutions in their lives-introducing the idea of autocratic/dictatorial versus 

participatory organizational programmes. The democratization model spilled over, in 

that radio interview, entering the public discourse. 

Gaventa (1999) eloquently summarizes the multi-dimensional approach to 

community development that this thesis supports: 

(T)he approach must be "both-and" rather than "either-or. " The critical challenge for 
building participatory democracy is to understand and develop the dynamic 
interrelationships among the differing aspects of overcoming powerlessness, to develop 
a unified approach that educates for consciousness, mobilizes for action, and advocates 
on the issues simultaneously. Such an approach requires developing new networks and 
constellations of organizations in differing sectors that can work together for common 
goals. Such a capacity for collaboration could greatly deepen our work for a more 
participatory and democratic society (p 63). 
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7.2.5 Implications for a Leftist Political Party 

Greenberg (1986) makes a case for the role that can be played by a leftist 

political party in mediating the otherwise unfavourable ideological and cultural 
}conjuncture for progressive political spillover effects from worker owned and managed 
workplaces in North America. 

The New Democratic Party (NDP)-the Canadian social democratic or leihst 

-party-could advocate for policy -conducive to workplace democratization and its 

spillover benefits. It could also take leadership in supportive movements and networks, 

thereby making more democratic workplace models a `competing idea' to challenge the 

hegemonic notion that hierarchical workplace arrangements are irreplaceable 

(Mathiesen, 1974). Its party policy could include proposals calling for government 
'support for workplace democratization similar to the Norwegian sociotechnical systems 
based model. It also has an important role to play in developing networks to enlarge the 

critical mass, making those otherwise isolated in small pockets of social transformation 

aware of people engaged in the same process in different workplaces as well as in other 
institutional settings, spheres. This could become part of a leadership role in 

developing a broadly based working class social movement. 

Locally, in Sault Ste. Marie and district, the party activists could take the 

initiative of setting up a network of more democratic workplaces such as Northern 

Brewery (a cooperative), St. Mary's Paper Mill (majority employee owned with a 

participatory decision-making process), Algoma Steel, the Northern and ASCU and 
Anishinabek credit unions40, the Group Health Centre (a community health centre), the 

abattoir cooperative and the Echo Bay Cooperative Store. Brown and Quarter (1994) 

write about the impact of social networks on employees' decisions with regard to 

participation in the conversion of a privately-owned construction firm in central Canada 

to a worker cooperative. Their study found that employees "interpreted information and 
formed attitudes through social networks in which they participated" (p 259). A local 

network could help to reinforce and promote the democratization of local workplaces. 

ao The Anishinabek Credit Union is the only First Nations credit union in Ontario, serves all First Nations 
in the province, and is located on the Garden River First Nation on the outskirts of Sault Ste. Marie. 
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7.2.6 Implications for Academic and Research Institutions 

Academic and research institutions have a role to play in supporting the process 

of democratic societal transformation through promoting interdisciplinary participatory 

action research to enhance workplace democratization and its spillover effects. This 

thesis underlines the need for such research to be undertaken from the perspective of 

workers and their communities. It implies the importance of academic researchers 
being highly sensitive to the need to deal with the `power plays' (Ristock and Pinell, 

1996) that get in the way of the less powerful becoming true co-participants in research 
and knowledge creation. It indicates the value of abandoning the ivory tower in favour 

of the plant, the streets and the homes as sites of social inquiry and research 
partnerships. 

f. 

7.2.7 Implications for Research about Workplace Democracy in General, and 
about Spillover from Workplace Democracy in Particular 

Further to the above implications for governments and community development 

workers, a related implication is that participatory action research could be used as an 
integral part of an on-going social development process both within and outside the 

workplace, that is, in the sphere of traded work and the spheres of domestic and 
community work. Participatory action research is an indispensable tool which can 
deepen and broaden the democratization process in all spheres. 

Research projects in all three spheres could to be conducted in concert with each 
other so that the researchers involved in all spheres would learn from, support and 
critique each other throughout the research process. 

The ASI spillover research findings demonstrate that feminist perspectives can 
result in important new aspects emerging in the process of knowledge creation in the 
field of workplace democracy. It implies the importance of reversing the absence of 
serious use of feminist approaches in this field. 
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7.4 Conclusion 

The following comment made by Smail (2002) is in tune with my sentiments as 

I conclude this chapter of policy implications. It was written in an article in which he 

proposed what he called a "relatively modest ideal" of how policies might be developed 

to create the kind of environment in which people could flourish: 

In the absence of any organized opposition, all we can do is resist as best we can. It is 
vain to expect, though, that the piecemeal dissent of scattered individuals is going to 
make much of an impact. The apparatus of power is too well developed for that. But 
nothing lasts for ever, and untrammelled greed has its blind-spots. Maybe the best we 
can hope for is to have some idea of what to do when the apparatus collapses (pp 12- 
13). 

That "some idea of what to do" will continue to emerge out of the opportunities we 

seize as we resist in all sites and spheres of our lives. The policies we propose for a time 

when "the apparatus collapses" have to be forged and developed in the process of trying 

to transform the highly unequal, unjust and life-destroying existing institutional 

arrangements into arrangements based on democracy, equality, cooperation and life- 

affirmation. 
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CHAPTER 8: CONCLUSIONS: CONCEPTUAL REFLECTIONS 

Human work... is always shaped, maintained, or transformed through social, 
political and cultural processes,... and it has psychological, social, economic and 
ecological dimensions and consequences. Changes in the social organization of 
work-tend to result- in corresponding changes in individual and social 
development (my emphasis) (Gil, 1992, pp 266-267). 

I view organizations as purposeful social systems which have three interrelated 
tasks: (1) the development of the organization itself, (2) the development of the 
individuals who comprise the organization, and (3) the development of the larger 
system of which the organization is a part, the community, nation, and planet 
(Ackoff, 1981) (Dixon, 1994: xiv). 

If people started to get'really interested in having more worker-owned 
workplaces, the transnationals would put a stop to it right away, by force. 
They will do whatever they can to keep the idea from spreading (ASI 
employee, Group Interview). 

8.1 Introduction: key learnings from the ASI spillover research and outline of 
chapter 8 

Chapter 5 established the link between the new Algoma workplace and life 

outside. It presented the findings of the action research process-a wide range of 

spillover effects primarily at the micro level of people's lives-in the sphere of 
domestic and everyday life and the working class sites of the community sphere: 

" Competencies such as conflict resolution, meeting skills, enhanced interpersonal 

skills, problem-solving skills and enhanced technical training acquired in the New 

Algoma were being transferred to and used in: (a) community settings such as 

recreation, parents' councils, churches, voluntary service work and a First Nation; 

and (b) in employees' family and personal relations. 

" Employees were displaying greater confidence, being more assertive and feeling 

prouder about working at ASI--partly as a result of having more say at work, 
learning to express ideas and concerns, acquiring new skills and knowledge and 
feeling they had a stake in the company as employee-owners. 

" Some were transferring the increased value placed on relationship-building at work 
to relationship-building in their lives outside work. 

Spillover at the broader community and macro levels of society were less common and 

took place mainly on the initiative of the union leadership or academics: 
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" The rescue of Algoma Steel through the worker "buyout resulted in ' local' job 

preservation, wealth creation and provision of a sufficient economic base to sustain 

local public institutions. 

" The new worker-ownership structure became a visible alternative economic 

arrangement in public discourse both locally and further afield. 

" The joint union-management decision-making structure and process served as a 

model for other organizations in the local area and beyond. Some workers and 

managers transferred those practices into their communities of practice in their 

churches, sports associations, schools, health care facilities, a First Nation and so 

on. 

Chapter 6 explored how the spillover impacts occurred. It showed that spillover 

came about by means of certain processes and in favourable contexts. The processes 
identified were: 

" action learning 

" relational learning 

" consciousness-raising. 

The contextual factors were: 

" receptive social networks 

" sites consistent with employees' social location 

" extent of collective ownership and perception of whether or not the joint- 

process was working. 

The ASI spillover research showed that for front-line workers, spillover effects of 

workplace democratization tended to follow pathways from the workplace into the 
familiar contexts at the micro level of their lives and in the opposite direction from their 
lives outside into the plant. 

In examining some of the learning/development processes and contextual factors 

which facilitated or inhibited spillover, Chapter 6 demonstrated that the 

learning/development processes amendable to spillover are in fact processes by which 
human development occurs. The outcome of those processes-the spillover effects- 
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are evidence of individual development, often referred to as ̀ human capital' (Putnam, 

1993, p 1). That chapter concluded that the human or individual development from 

ASI spillover occurred primarily at the micro-system (Bronfenbrenner, 1989,1996) or 

proximal (Smail, 1999) level. Nevertheless, there were also some findings indicating 

either spillover occurring beyond that level or the potential for the spillover at the micro 
level to contribute to community or social development. The following comment by 

one of the co-researchers is one such example. In it he shows an awareness of the 

potential for power sharing in the workplace and family settings to spill over to the 

community as well: 

In the workplace power should be shared. In a family you have to share power. 
To have healthy communities it means you have to share the power there as 
well. 

Chapter 8 examines the potential for the individual development that occurred 

with spillover to contribute to broader community or social development. It considers 

ways in which the learning/development processes explored in chapter 6 could be 

further enhanced in order to result in or contribute to social development. Chapter 8 

also considers ways to change the context in which spillover from a more democratic 

workplace occurs, so that individual development at the micro-system level could 
become broader social development as well. In other words, it discusses: 

(i) ways in which the prevalence and impact of spillover could be increased and 

even result in not simply greater quantitative change, i. e. increased prevalence, but also 

qualitative change, i. e effecting broader transformation of society by contributing to 

shifting policies (institutional arrangements) in a more egalitarian, democratic direction. 

Particular emphasis is placed on analysis of the findings in light of: 

" sociological theory 

" community/social development perspectives 

" feminist perspectives 

" Indigenous traditional teachings 

" action learning perspectives 

While each of these perspectives enriches the analysis by providing unique insights, 

there are two common threads which they all highlight. Those threads are the 
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importance of relational processes and keeping sight of the underlying values. The two 

threads together can be seen as praxis. 

(ii) Secondly, Chapter 8 examines some mediating factors suggested by the 

empirical findings, as well as in the spillover literature, which could potentiate broader 

spillover effects from workplace democratization. 

(iii) Finally, Chapter 8 summarizes the significance of the thesis' research 

methodology. 

Figure 8.1: Broadening Spillover 

1. Processes to broaden spillover in light of: 

" Sociological theory 
" Community/social development perspectives 
" Feminist perspectives 
" Traditional Indigenous teachings perspectives 
" Action learning perspectives 

2. Mediating contextual factors 

" Supportive public policy 
" Strong labour movement and leftist party 
" Network of more democratic workplaces 
" Broadly based community organization supporting 

democratic transformation of ASI 

3. Significance of the thesis' research methodology 

8.2 Clarification of Concepts 

First, a clarification should be made of the meaning of `potential broader 

spillover effects' and `social development'. Potential broader spillover effects in this 

work signifies spillover effects beyond the microsystem, in other words beyond the 

settings in which the employee actively participates such as the workplace, home and 

specific social activities. Broader effects would be those 
, which contribute to social 

development both within and beyond the workers' immediate settings with the potential 
to effect change in the macrosystem (Bronfenbrenner, 1989,1996) or distal influences 

(Smail, 1999,2001). 
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Central to the concept of social development used in this work arc values (its 

, normative aspect) and process. It is based on the value assumption of the spillover 

., research and this thesis as stated in chapters 1 and 4: that it is desirable to increase 

democracy and equality in all social relations. Furthermore, social development 

combines the social and the economic, viewing `economic policies' as being included 

within the concept of `social policies'. Putting an emphasis on the notion of process, 

Midgley and Livermore (1997) define the social development approach as: 

First ... a "process of planned social change designed to promote the well-being of the 
population as a whole in conjunction with a dynamic process of economic 
development" (Midgley, 1995, p 25). Second, the approach is progressive in nature 
and regards economic growth as a vital component of social progress. Third, it is 

clearly interventionist in that it promotes the active role of the state in economic and 
social development planning. Finally, the approach focuses on integrating economic 
and social development for the benefit of all members of society, avoiding the 
marginalization of the impoverished (p 3). 

It is a process of change that transforms unsatisfactory social conditions or 

arrangements into improved states of well-being (Midgley, 1994, p16). Finally, social 

development has a dual micro-macro concern: 

Social development is an encompassing concept that refers to a dual-focused, holistic, 

systemic-ecologically oriented approach to seeking social advancement of individuals, 

as well as broad-scale societal institutions [my emphasis] (Lowe, 1995, p 2168). 

While the thesis has emphasized the inseparability of the micro and macro levels 

of society, the emphasis of this chapter is on the potential for the Algoma Steel spillover 

to affect the macrosystem (Bronfenbrenner, 1989,1996) or the level of distal relations 

of power (Smail, 1999,2001) involved with the wider social horizon of governments, 

corporations, dominant culture, ideology and class relations. 

8.3 Processes to Broaden Spillover in Light of Analytical Perspectives 

As the co-researchers and I investigated the many evidences of spillover, I kept 

feeling as if we were looking at the proverbial tip of an iceberg. My inclination for 

progressive social transformation kept causing me to ask: what is the broader potential 

of this spillover we are observing? No one analytical perspective seemed adequate for 

the purpose of shedding the kinds of light on the research findings that would suggest 

how spillover could be enhanced to increase its transformative potential. On the 
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contrary, perspectives from a variety of disciplines have proved helpful in this 

exploration. This multi-perspective approach is consistent with Dorothy Smith's (1999) 

insistence that we study social life from the multiple sites of experience, methods of 

thinking and investigation in order to "expand and extend our knowledge of how our' 

everyday/everynight worlds are put together, determined and shaped as they are by 

forces and powers beyond our practical and direct knowledge" (p 44). 

Taking up the standpoint of subjects outside the ruling relations means evolving a 
political economy not confined to the 'main business, ' and that does not assume a single 
standpoint, nor that the relations and forces of capital, including those of ruling, are 
going to look the same from every standpoint. Different sites, different experience, 
provide different perspectives and propose different strategies of exploration; they 
enhance and expand our capacity to grasp the nature of the beast (p 44). 

The following analytical perspectives have helped me to look at the spillover findings 

through different lenses. 

8.3.1 Sociological Theory 

From a sociological perspective, of particular relevance to a consideration of 

potential broader spillover effects is the work of C. Wright Mills (1975) and Smith 

(1987,1990,1992,1999). Their theory tells us that there is a `connect' between the 

micro and macro. They explain that for most people that relationship is obscure and 
that social inquiry can play an important role in making the link more discernible. 

C. Wright Mills' (1975) famous phrases ̀personal troubles of milieu' and `the 

public issues of social structure' highlight the notion that what goes on in personal lives 
is related to matters of the broader society. He calls the `sociological imagination' the 

capacity to shift one's focus from "the most intimate features of the human self" to "the 

most impersonal and remote transformations" of culture and societal institutions, and 
"to see the relations between the two" (p 7). 

Dorothy E. Smith treats as inseparable the micro and macro levels of analysis. 
Her approach to sociology is a particularly appropriate way for us to understand the 
inseparability of our everyday lives in actual local sites as those lives relate to each 

other, for example through spillover, and how they are "hooked into" relations of ruling. 
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When workers and community residents became aware, through the research 

process, that what they were doing and 
, 
experiencing in one site of their lives (e. g. 

sphere of traded work) was related to what they were doing and experiencing in another 

site of their lives (e. g. sphere of domestic work and/or sphere of community work), they 

could begin to discern more clearly the relations of ruling of society in general. In other 

words, the spillover project showed that through the process of participatory action 

research about spillover, people became more conscious of the relations of ruling that 

affected their everyday living. This illustrates that ongoing investigations of that type 

could, in Smith's (1999) words, "open up that site where our own activities as 

participants in discourse enter into and contribute to forces that stand over against us 

and overpower our lives" (p 228). 

While Smith's theory is a feminist standpoint theory it can be applied to explore 

the everyday worlds of not only women but also of others who are subordinated in the 

relations of ruling, such as frontline steelworkers. She intends her work to be 

transformative, capable of 

exploring and mapping actual organization and relations that are invisible but active in 
the everyday/everynight sites where people take up resistance and struggle, capable of 
producing a knowledge that extends and expands their and our grasp of how things are 
put together and hence their and our ability to organize and act effectively ( Smith, 
1992, p 96). 

Some of those who were more involved in the participatory process at ASI, 
particularly those who had more developed political awareness, were capable of making 

the connections between the relations of ruling in the old Algoma, the new Algoma and 

sites outside the plant. A clear example is the comment made by one of the co- 

researchers that is quoted in Chapter 6. In it he contrasts the new social relations they 

were trying to develop within the New Algoma with the social relations both within the 

old Algoma Steel and institutional arrangements outside the plant. lle characterized the 

social relations which the workplace redesign team was trying to set up as based on 
democratic socialist principles, social relations in the old Algoma as autocratic or 

tyrannical; and, social relations in institutions outside the plant (such as those directed 

by the state) as being at best based on representational democracy. 
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The co-researcher's reflections are consistent with Smith's sociological 

perspective which considers social discovery as pertaining to "the relations that 

generate multiple sites of diverging experience. It is from those multiple and diverse 

sites that their dimensions, organization, and-organizing powers can be brought into 

view" (Smith, 1999, p 8). 

8.3.2 Community/Social Development Perspectives 

Capacities for Developing a ̀ Caring Society' or `Social Capital' 

The substantial evidence of the kinds of changes Algoma Steel workers 
displayed in the family/personal setting or the sphere of personal and family activity 
(category h) in Burns and Taylor's (1998, p 6) typology of categories of settings in 

which mutual aid occurs (Figure 8.2), reflect development of capacities which can also 

be required for participation and development at the community and broader societal 
levels. In other words, development in the family/personal sphere can also contribute to 

enhanced community participation. The kind of changes at the level of family and 

personal relationships could lead to other effects beyond the domestic/personal 

sphere-with implications for contributing to social capital, mutual aid and community 
development. 
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The changes observed in the "sphere of personal and family activity" (Burns 

and Taylor, p 6) include changed social norms, sense of pride, neighbourliness and 

increased civility which are in fact features or aspects of social capital (Putnam, 2000) 

or a caring capacity (ICPQL, 1996). It is therefore conceivable that there is a link in 

spillover from the plant to the community and the broader society. That link is spillover 

in the family/personal setting-in the zone of proximal development (Vygotsky, 

1978)-which can potentiate development in other parts of the microsystem such as 

neighbourhoods and community settings as well as more remote levels of the 

environment, including the macrosystem (or distal settings). 

The process could be described in the following way. The New Algoma 

provided the institutional context or became a new part of the ecological environment 

(Bronfenbrenner, 1989,1996) in which to learn more effective relational skills and 

adopt co-operative norms. The experiences, skills, approaches that workers learned in 

the New Algoma spilled over into the personal sites of their everyday lives. The 

spillover in those sites constituted personal development by reinforcing the new ways. 

It could then also contribute to improving relations, networks, norms and trust-the 

features of social organization that Putnam describes as ̀ social capital'-the aspects of 

social organization that facilitate co-ordination and operation for mutual benefit, or 

which the Independent Commission on Population and Quality of Life (1996) call 

elements of a caring society. Co-researcher 3 made this analysis: 

Co-researcher 3: Some of us are socially inept. We're socially backward and 
isolated from information and our neighbours. I think it's partly because of the 
climate here in the north. For 6 months of the year we go into our caves, do 
things on our own and don't talk to very many people. For sonne of its 
participating in self-directed work groups enhanced our ability in relationship. 
building with our families, our neighbours and so on. More people are 
volunteering for fundraising for local sports team for example. 
Linda: What do you mean by 'socially backward'? 
Co-researcher 3: The way they speak. Many have difficulty talking without a 
beer in their hand. When in trouble they try to handle it on their own instead of 
asking someone for advice or information. Many still think that asking for help 
is a sign of weakness. One of the only times men stop and help each other is 
when our vehicles get stuck in the snow. Even then there are veryfew words 
spoken. Mostly just "thank you" and that's it. IVe don't ask who helped its, 
what their names are. Being in self-directed work groups where it was 
expected that you were to cooperate with others to solve a problem and not just 
fix things on your own gave people an opportunity to communicate with and 
relate to others. From learning to communicate with each other on an ongoing 
basis in the self-directed work groups some of us have become better at social 
relations in and outside work. That's one of the spillovers. 
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He then proceeded to explain the process by which this social skill development 

occurred and how it could contribute to broader social transformation: 

Workers involved in self-directed work groups became more tuned in to 
information-gathering in order to participate so that when they'd sit and talk 
with others they'd know about the topic being discussed. They used the 
computer41 as a tool to gather information and then share that information by 
forwarding it to others. That's what some people are doing now. They have 
more facts and figures than ever before. They're on the internet getting 
information. So there are now a lot of gatherers. Some then go a step further 
to participate at work and outside. Some of us have even become activists to 
pressure for the survival of Algoma Steel in the context of the global economy. 
Some of us even went to the protest at the WTO Summit in Quebec. We're 
slowly coming out. We've been good at helping in the community by giving 
money, but not at community development. 

He believes that the possibility of building a progressive social movement to transform 

society depends on the working class learning social skills-learning how to relate to 

each other. That ability is the key to both the process of changing society as well as the 

goal of a society based on participatory democratic, egalitarian relations. 

The process of social skill development and its potential contribution to broader 

societal impact, to which co-researcher 3 refers, is consistent with Verba, Schlozman 

and Brady's (1995) model of "the process by which citizens come to be active in 

politics": the Civic Voluntarism Model (outlined in Chapter 2). Their model conceives 

of the participatory process resting on two main factors: citizens' motivation and their 

capacity to take part in political life. While citizens must want to be active, those who 

wish to take part also require capacities or resources such as money, time and skills. A 

third factor in the model is networks of recruitment. Their analysis of the participatory 

process demonstrates that the motivation and the capacity to participate in politics 

originate in the principal non-political institutions with which people are associated 
during the course of their lives-family, school, workplace and religious institutions (pp 

3-4). They contend that everyday "activity that has nothing to do with politics or public 
issues" at work, at church or in any organization, "can develop organizational and 

communications skills that are relevant for politics and thus can facilitate political 

activity" (pp 17-18). 

41 As part of the joint-process the workers were given email accounts and internet access through the 
company's computer system, as well as training in how to use these tools. This was intended to enhance 
communication, information acquisition and sharing for the purpose of benefiting production, the joint- 
process and the individual workers. 

232 



There is ample evidence in the spillover findings of the increased capacities that 

steelworkers acquired in the New Algoma, particularly in the form of skills, which 

could be used to take part in politics, to have a voice and influence society. Chapters 5 

and 6 include many examples of such increased capacity, for example, to speak out, to 

conduct themselves appropriately in meetings, to focus on issues rather than 

personalities and so on. These are clearly important skills for civic participation., 

Co-researcher 3 underlined the importance of the workplace setting for people to 

develop relationship skills. Echoing Verba et al (1995) he pointed to education, church, 

leisure and workplace (if democratized) as the key social institutional settings in which 

working class people could develop the tools needed to participate more actively and 

with more influence in society. He made the following observation about the 

importance of a more democratic workplace as a place for workers to develop those 

kinds of capacities: 

The places where people socialize most are bars, sports arenas and church 
groups. If we can get people in a room without being drunk or high on Jesus, it 
has to be about work-where they spend most of their time .... 

Self-directed work 
groups were a way to get people to have conversations without beer in their 
gut. 

According to Verba et al, having the opportunity in the workplace to acquire 

capacities that facilitate political participation helps to compensate for the socio- 

economic status (SES) disadvantage that is at the heart of the inequality undermining 
democracy in society. Generally, what structures people's chances to develop adult 

civic skills in the workplace. are the kinds of jobs people have (e. g. a bank manager or 

teacher are more likely to develop skills needed to participate in politics, community 

boards, and so on, than unskilled labourers. ) The kinds of jobs people have are highly 

stratified by race, ethnicity, income, education, gender and physical ability. Verba et 

al's research shows that the workplace provides, by far, the most opportunities for the 

exercise of civic skills, but does so in the most stratified manner. Democratizing 

workplaces can provide chances for skill development to employees who due to their 

occupations would not normally have such opportunities. 
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One of the broader potential effects of spillover is not just a possible increase in 

"any old" community participation, but an increase in awareness of what Croft and 
Beresford (1992) call the "paradox of participation" (p 38). Having been exposed to 

both direct experience with various forms of participation and considerable discourse 

about the problems and benefits of the different forms, many workers at Algoma Steel 

developed a level of sophistication in their knowledge and analysis of participation 

which was much higher than the average citizen. Co-researcher 1 shows this level of 

awareness of the various degrees of participation in this comment: 

Co-researcher 1: What's happening here is that the joint process is turning into 
just another 'flavour of the month" employee participation scheme. For years 
before the worker buyout, management tried various fads, such as `quality 
circle', 'teams' and so on. This time it was supposed to be very different 
because it was to involve shared power-not just employees giving their ideas 
with no control. But now we're going back to the old way. There's no support 
for self directed work groups. Management is running the show, paying lip 
service to joint process and using a kind of `kaizen' approach as the latest 
flavour of the month. 

Building weak ties and social networks 

More democratic, participatory workplaces like the New Algoma could 
potentially serve a role similar to that of housing associations referred to by Bums et al 
(2001) as intermediate institutions facilitating the development of weak ties which are 
considered to be so important in community development. By bringing together, in 

training and joint process experiences, workers from various ethnicities, class strata and 
genders in `weak' ties (Granovetter, 1973), the Algoma Steel workplace served as a 
venue or opportunity for `weak' ties or `bridging social capital' (Putnam, 2000) to 
develop in the workplace and then spill over into weak ties outside of work. 

Most of the spillover effects seem to have occurred in the context of informal 

networks. The research group commented on the importance of informal social 
networks both within the workplace and in the community outside for the smooth 
functioning of formal networks and organizations. Gilchrist (1998) underscores the 
important role of informal networks in relation to the formal. She refers to Milofsky 

and Hunter's (1994) concept of `background communities' as networks feeding into 

more formal activities and organizations (p 107). With this in mind she suggests that 
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the task of the community worker be to focus "not on the survival of particular 

organisations per se, but on the development of capacity within the whole community. 

A significant, and overlooked function is to act as the link person, the key node, 

within overlapping community networks, and enable these to switch into more 
influential and better resourced circuits that allow power to be more evenly and widely 
distributed" (p 108). In this way, spillover effects from more democratic workplaces 

could be maximized or broadened if consciously worked with as a community 

development strategy. 

Proposing the New Algoma as an Alternative Model and Consciousness-Raising 

Mullaly (1997) points to the need for alternate visions or models of society for 

progressive social transformation to take place. He quotes Wineman in this regard: 
"Given the dire [social] conditions of the planet, it is... urgent that we formulate 

alternatives which are at once radical, comprehensive, and practical (Wineman, 1984, p 
159)" (p 26). In the present conjuncture in which the dominant message is that `there is 

no alternative' to social arrangements based on transnational ownership of productive 

property, rugged individualism, hierarchy and competition, the democratization 

experiment/employee buyout at Algoma Steel had tremendous potential to serve as such 

an alternative model. 

The union officials directly involved in developing the plans for the New 

Algoma were very conscious of the potential broader effects that it could have for the 
local community. For example, in an interview with a union staff person, he made the 

following comment: 

Citizens are generally disempowered. They need to have a say in holy 
the community is run. Rather than just electing people to positions every few 

years for example on the hospital board-citizens need to be involved on an 
on-going basis. Education is needed at all levels in order to change the 
situation in the hospital where senior management makes a decision and the 
Board rubber-stamps it, and the senior management controls the information. 
This disempowers community people-distancing them from the process. When 
the restructuring was started it was hoped that ASI would serve as a model for 
other sectors to follow: in the economic and social spheres. An example of such 
a spin-off benefit are the intermodal transportation meetings being held with 
ASI and other Sault Ste Marie companies to discuss possible cooperative efforts 
in transportation. 
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The vast majority of the spillover effects identified in the research findings were 

not examples of the New Algoma being proposed or used as a model of a new form of 

social organization. Most of the spillover took the form of new behaviours, 

competencies, skills, ways and values being used by workers outside the plant in their 

microsystem spheres. Where the idea of the New Algoma serving as a model was 

consciously promoted it did seem to catch on; however, those were usually contexts in 

which the union leadership or the social democratic political party proposed it. This 

points to the leadership role that the union and party could play in social/community 
development by the conscious promotion of spillover. Using Lewin's words they 

would become "driving forces" in the "field-of-force" (Melin, 1989). As Melin points 

out "all fundamental changes.. . are caused by different forces" which "can reflect both 

conscious and unconscious actions" (p 27). 

During the course of the research project the union and the social democratic 

party (New Democratic Party, NDP), in public media-covered events, did play a 

consciousness-raising role by making the connection between the local workplace 

experiment and the need to counter current transnational corporate elite control of the 

global economy. Some of the co-researchers and I attended four events at which that 

connection was clearly made. One was a public lecture by Bob Rae, former NDP 

Premier of Ontario sponsored by the local NDP Member of Provincial Parliament, Tony 

Martin, and USWA on November 24,1998. Rae had been Premier at the time of the 

employee buyout and had been instrumental in bringing together the various 
government, private sector and union players to create the New Algoma. He spoke of 
ASI as an example of the Sault Ste. Marie workers and community taking the Sault's 

major employer out of the control of far away elite financial interests and placing it 

under local worker control. 

A similar series of events was by Tony Martin during the spring of 2000. Leo 

Gerard was the guest speaker in the first of three lectures entitled "Creating An 

Economy Where People and Communities Matter: The Algoma Steel Story", on March 

21,2000. He spoke about "Inclusive Approaches to Community Development" using 
the Algoma Steel buyout as an example. The second lecture was given by Gayle Broad, 

on April 18,2000, on her research about "Workers' Experience of Ownership and 
Participation at ASI". I was the third-speaking about the spillover research on May 
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16,2000. Tony Martin's objective for the lecture series was to draw attention to: (i) the 

democratization that was being undertaken at ASI, (ii) its positive spillover effects and 

(iii) the New Algoma as a model for achieving local control of our economy and 

contributing to community economic and social development. 

As Mathiessen (1974) writes, for consciousness to be raised there has to be 

enough doubt about the dominant ways being irreplacable, or as action learning 

theorists postulate, there has to be a point at which there is doubt about the status quo 

working. For workers to consider taking new values and ways from a more democratic 

workplace into other spheres of their lives and with these new values, skills and 

experience challenge the dominant social arrangements, they have to have the 

consciousness (Freire, 1993) and the mediational tools of language so that they can 

understand the language of dominance and the language of alternatives-the 

transformational language. Mathiesen points out that the new goals and ways have to be 

both contradicting and competing with the old system. To be truly alternative, the new 

goals and ways must contradict those of the old system. The alternative must also 

compete with the old system. By this, Mathiesen means that the altennative has to be 

relevant for members of the old system--a credible alternative. In the following 

transcript excerpt the co-researchers reflect on the need to find the transformative 

language which will represent the actual alternative (be contradicting) but not be 

rejected outright without being even considered (be competing): 

Co-researcher 3:... [I]ncreasingly, even in places where you wouldn't expect it, 
there is a resistance to anything that sounds socialist, like 'cooperatives' 
Co-researcher 5: Usually it's not fashionable, but if 'worker ownerships' are 
um, um, 
Linda: `alternative economic arrangements' 
Co-researcher 5: Yeah. If you literally just changed the labels, the chances of lt 
being another way to go in the capitalist venture, it is more likely. 

In a similar vein, Andrew (1994) explains this tension between the need for 

transformative alternatives to be both contradicting and competing, using language 

from Adamson, Briskin and McPhail (1988). She states that "the politics of 

transformation" depends on balancing disengagement and mainstreaming. 
Disengagement refers to the goal of creating "alternative structures and ideologies 

based on a critique of the system and a standpoint outside of it". Mainstreaming refers 
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to the objective of reaching out to the majority of the population with practical solutions 

to particular issues (Andrew, 1994, p 3). The democratization of Algoma Steel could be 

used as a mainstreaming example by serving as a practical solution to the issues of 

needing to achieve more local control of the local economy and provide a more 

democratic, empowering setting for workers. It could also be seen as disengaging since 

it stands in opposition to dominant hierarchical, autocratic institutional arrangements. 

The Algoma Steel experiment would seem to fit the criteria indicated by 

community development worker and educator Bishop (1994) for effective 

consciousness-raising opportunities-a combination of individual and collective means: 

Consciousness raising ... operate(s) at both individual and collective levels, and come(s) 
about through both individual and collective means.... 
Collective consciousness comes through discussion, group study, collective action, and 
group reflection (p 80). 

The collective project in which employees came together to learn, to participate in 

decision-making and attempt to control and democratize the third largest steel works in 

Canada certainly provided a venue for collective consciousness-raising. The spillover 

research group participants as well as the research group in a related research project 

conducted by Broad (2000) felt that the New Algoma experiment's potential for 

collective consciousness-raising could have been amplified through the use of 

participatory action research. From their experience in the two participatory action 

research projects, they identified the need for more spaces for reflection and analysis of 
the transformative efforts in which they were engaged. On-going participatory action 

research could have provided that space in which to relate their reflection to a greater 

consciousness of how their efforts `hooked into' the ̀ relations of ruling' (Smith, 1999, p 
7). In that way many of the Algoma Steel workers could have become more conscious 

of what Smith terms "the lineaments of social relations in which our... lives are 

embedded": 

Inquiry 
... is always ... about ourselves as inquirers, not just our personal selves, but our 

selves as participants in the social relations we explore. In discovering dimensions of 
the social that come into view when we begin inquiry from the actualities of people's 
lives and experience, we discover the lineaments of social relations in which our own 
lives are embedded (p 8). 

Smail (2002) is another theorist who writes about the importance for those who are 

working at the proximal, local, micro or individual level to be more conscious of and try 
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to understand what he refers to as distal influences. In his critique of conventional 

psychotherapy he underlines the importance of the process of `clarification' which I call 

`consciousness-raising'. By clarification he means not only clearing "the conceptual 

undergrowth obscuring the client's view of his or her immediate predicament", but also 
demystifying "the distal influences over which s/he can have no control" (p 2). 

8.3.3 Feminist Socialist Perspectives 

The ASI spillover research, while concurring with conclusions made by authors 

such as Greenberg (1986) and Gil (1992) about contextual factors and processes which 

could promote broader spillover effects, has new contributions to make to the analysis 

of those contextual factors and processes. Two of the contributions result from the use 

of a feminist socialist theoretical perspective. One is the importance of relationships to 

learning, to social movement formation and to social development. While popular and 

community educators such as Freire (1993), Horton and Freire (1990) and Gaventa 

(1999) emphasize the importance of starting where people are and partnering with them 

in the process of consciousness-raising, it is the feminist schools of community 

organizing, community development, social movement building and social development 

who emphasize the centrality of relational skills and relational process in successful 

efforts to effect social change. 

Stall and Stocker (1998), for example, point to the crucial importance of 

women's community organizing in building social movements: 

Behind every successful social movement is a community or a network of 
communities... It sustains the movement... provides a free space (Evans and I3oyte 
1986) where members can practice "prefigurative politics" (Breines 1989; Robnctt 
1997), attempting to create on a small scale the type of world they are struggling for. 
These communities do not just happen. They must be organized. Someone has to build 
strong enough relationships between people so they can support each other through 
long and sometimes dangerous struggles (p 730). 

Stall and Stocker argue that community organizing and women's work in general are 
invisible and undervalued. While the spokespersons of social movements receive much 

admiration, attention and support, the behind-the-scenes grassroots community 

organizers are neglected. 

What people see is the flashy demonstration, not knowing the many hours of 
preparation entailed in building relationships and providing for participants' basic 
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needs. ... community organizing is the part of social movement work that occurs 
closest to the grass roots and is more often done by women (Krauss 1997; Robnett 
1996,1997) Even when men... do it, it receives short shrift (p 731). 

Without the painstaking work of nurturing relationships and networks, in the grass roots 

organizing around civil rights in the United States, Martin Luther King would not have 

had a movement to lead (Stall and Stoecker, 1998). 

One of the co-researchers acknowledged the importance of the feminist 

perspective when he commented at the last research group meeting that he would have 

liked to have had more women in the research group so that their perspective could 
have been more present in the research process. When asked to elaborate he said: 

Women bring a different perspective to meetings. When any woman enters a 
room where men are meeting, it subdues men, for example reduces their 
negativity. The men know they can't say certain things that might offend. 

Women also change the way of talking and approaching a subject. For 
example a man would not usually say, "I eel this is what would happen ". A 
man would say "Do this and this will happen. " 

When only men are present, feelings are rarely discussed. It's women who 
bring out feelings. 

When women are present the group can be more creative as they have 
suggestions from a different perspective. 

Men don't have the nurturing mentality a woman would bring. 

The second contribution the ASI research makes as a result of the use of a 
feminist socialist theoretical lens is to examine potential broader spillover effects in a 

non-binary or non-dualistic way. Callahan (1997), for example, explicates the false 

dichotomy between `care' and `cause', in other words between community work and 

community organizing (p 190). As she points out, this dichotomy hides an essential 

mission of feminist community organizing: "how do we infuse all of our work, whether 
done in the private or public sphere, with the important values of egalitarian and caring 

relationships" (p 192)? The failure of most worker organizations which are trying to 

transform the workplace to learn from the experience of feminist community organizers 
is both unfortunate in terms of what they can learn as well as reflecting the gender bias 

in the workplace democratization movement. Callahan underlines one of the most 
important contributions of feminists to organizing when she writes about their emphasis 

on developing alternative organizations and team-building strategies, which have 

become popular in business and government. Egalitarian social relations and non- 
hierarchical organizations, for feminist community organizers, are not just processes to 
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achieving other goals. Rather, they are part of the goals and outcomes sought. As she 

writes: 

[Feminist community organizers] believe that achieving particular and important results 
using traditional patriarchal methods defeats the overall victory because it does not 
forge new approaches or a new vision of social relations (p 194). 

By using a feminist perspective and allying with community groups which have a high 

proportion of female members, the experience of feminist community organizing could 

enhance spillover effects outside the plant. Moreover, given the two-way character of 

spillover, their experience could also support the effort to democratize social relations 
inside the workplace and thereby increase the quantity and quality of spillover effects 

outside. 

Callahan refers to another characteristic of feminist collective organizations, 

namely "their insistence that individuals do not have to leave their private selves at 
home when they ... work on collective issues" (p 194). This echoes Vince and Martin's 

(1993) concern with the usual absence of attention to emotional and power issues 

involved in action learning. Referring to Reitsma-Street and Rogerson (1995), Callahan 

gives the following example of feminist management processes in a collective 

organization: 

... (1) promoting forums for participation, (2) creating egalitarian work relationships, 
(3) nourishing dailiness, (4) caring for the caregivers, (5) expanding the capacity to act 
powerfully, and (6) nurturing partners and networks (p 195). 

Callahan quotes Reitsma-Street and Rogerson (1995) to explain attention to dailiness: 

Management processes attentive to dailiness start with the bodies, fears and uniqueness 
of people within the minutiae of every encounter-whether a meeting, an event, a 
workspace, and long-term planning exercises.... Concrete attention to dailiness is 
expressed through food, space and time for visiting (p 9-10). 

I tried to be mindful of the importance of dailiness in working with the co-researchers. 

Bringing home-baking and coffee to the research meetings, holding two summer 
barbeques for the research group at my house and leaving time for informal 

conversation and ventilation about the problems at work are some examples. 
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The organizing of community support for the USWA's efforts to achieve' a 

worker buyout of Algoma Steel in 1991, almost totally overlooked women' as 

individuals as well as groups of women. The Community Action Team (C. A. T. ), 

which was organized to pressure the Liberal federal government to assist the buy-out 

process, was made up almost exclusively of white, male members of the local elite. 

Other than including one female member, there was no attempt to include ordinary 

women (not even wives of the steelworkers) in the C. A. T. While developing plug-ins 

to circuits of power was a major goal at the time, attention to developing a grass-roots 

organization involving women accustomed to nurturing longer-term relationships and 

social networks could have sustained an on-going community organization interested in 

continuing to support the democratization process within the plant and its spillover 

effects in the community. Rather than disbanding once the joint-process was up and 

running, such a grass roots community organization with members in many 

neighbourhoods, sports and other leisure associations, social justice groups and endless 

other community based networks and groupings, could have provided education, 

research and support for the social transformation efforts both in and outside the plant. 

The following is an excerpt from a discussion between two ASI workers about their 

feeling a lack of community understanding and support for what they were trying to 

accomplish. 

Worker 1: 1 feel beat up by it [the deterioration of the joint process and the 
reduced employee ownership of the shares. ] 
Worker 2: In your neighbourhood you get comments like: "How come your 
stocks are falling like grain? " 
Worker 3: You don't see any articles [about what we are trying to do] of good 
news stories42 in the Sault Star. 

Many of the people interviewed in the spillover research said they felt that spillover 

would be more extensive if a conscious, organized effort was made to inform the Sault 

citizenry about the benefits the New Algoma was and could be contributing to the 

community. They found that being interviewed for the research was the first time they 
had thought about spillover benefits from a more democratic workplace. Some 

suggested more community education and action research could increase community 

support for the democratization process and enhance its spillover. 

42 Once a year the Sault Ste. Marie newspaper prints a special section called "Good News Stories" to 
offset the more common negative sensationalism in the reporting. 
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8.3.4 Traditional Indigenous Teachings Perspectives 

The one who by rediscovering the old can contribute to the new is indeed worthy to be 
called a teacher (Confucius, The Analects, 2: 11, in Rahnema & Bawtree, 1997, p 1) 

One of the ways to enhance spillover that "surfaced" in the research findings 

was the idea of developing it in the places where it was already happening. In chapter 

6, sections 6.2.5 and 6.2.6, the sites in which spillover was most likely to occur were 

identified and one of the processes by which it occurred was within receptive networks. 

The spillover effects could have been enhanced by drawing on the features of 

congruence between the values of those receptive networks and the values promoted by 

the New Algoma. In the group interview which took place in one of the local first 

Nation territories an Indigenous steelworker made this comment: 

In the past Native peoples sustained themselves through community spirit by 
together collecting blueberries and cranberries, hunting for moose and working 
together during apple season. For centuries Native people sustained 
themselves as a community-by involving people in the process. 

He and others in that interview felt that spillover of the collectivist and cooperative 

values could be enhanced by pointing out values of collectivism and cooperation held in 

common between the workers trying to transform Algoma Steel and the local Ojibwe 

(Anishinabe) people trying to bring back their traditional cultural values. They talked 

about how similar the values are and that more could be done so that they would 

reinforce each other. They felt that drawing people's attention to the centuries-old 

Native experience with collective functioning would help instil more confidence in the 

idea that human beings can organize their working relations according to collectivist, 

cooperative priniciples. It could counter the view that humans are by nature 

competitive, rugged individualists. Making steelworkers and other Saulites aware that 

the `new' values guiding the `New Algoma' were in fact traditional to Indigenous 

peoples could garner for them more respect, thereby helping to combat forces of 

systemic racism. The increased value placed on cooperation and collective approaches 

in Algoma Steel had the potential to increase Algoma Steel employees' respect for 

Indigenous people and their traditions of cooperation and sharing. 

One of the Anishinabe steelworkers (Anishinabe steelworker 1) said he had had 

a great deal of experience on Band Council (the local government body of a nearby 
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First Nation) with problem solving and dealing with provincial and federal governments 

and that: 

some of those officials who visited the reserve commented on how struck they 
were with the very democratic way our First Nation chief and council were 
functioning. 

Anishinabe steelworker 2 concurred, saying: 

just as we try to use teamwork at Algoma Steel, we also use teamwork on 
council. 

Anishinabe steelworker 1: 

We say: "There's no 'I' in the word 'team "'. 
We've found that you can have big improvements coming from collective 
efforts, for example the highway project, the Squirrel Island land settlement, 
Batchewana Band industries, Blue Heron Industrial Park43 
We are all needed to work together just as every species is needed in the forest. 

On the questionnaire filled out by one of the Indigenous steelworkers he wrote 
the following comment that illustrates the connection he makes between the 

empowerment, efficacy and sharing he is experiencing in the two settings. 

I am proud to work at Algoma as I am proud to live in Garden River because I 
think I do my share to improve both. 

Such a comment, in the context of the discussion referred to above, suggests an 
awareness of being part of a broader social transformation. The written comment along 
with the verbal discussion indicate an awareness of a need for a value or paradigm shift 
in society in general, not just in one site of that society. The interviewees also show a 
consciousness of their attempts to apply the transformative values in their social 
relations with others with whom they are trying to effect change. This is one of many 
examples that the research uncovered of the broader potential transformative effects of 
Algoma Steel spillover. 

Once again it is important to emphasize here that the findings of this research 
cannot be separated from the method. In fact the method or the process of doing the 

research is part of the findings. The discussion which formed a part of the Garden 
River group interview included important components or aspects of the action research 
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method. I tried to use a Freire (1993) inspired consciousness-raising approach. I started 

with the participants by focusing the discussion on their experience. By introducing the 

topic of traditional Indigenous values with which the Indigenous steelworkers are 

familiar and of which they are proud, and by asking them to reflect on possible links or 

compatibility between those values and the `new' values associated with the worker 

buy-out and joint-process at Algoma Steel, I was helping the group to do its own 

analysis. This process is empowering as it acknowledges and validates the knowledge 

and awareness the participants already have and encourages them to take it further. 

They used it to deepen their awareness and analysis of the `inter-connectedness' of 

oppositional values in one site of their lives (their First Nation community) to 

oppositional values in another site (their workplace). They became more conscious of 

the `inter-connectedness' of the same values of collectivism and cooperation being 

promoted in their community and at work being oppositional to the same values of 
hierarchical individualism and competition underpinning the relations of ruling at work 

as well as in the other social institutions outside of work. They began to sec some 

potential for developing collective `power-with' in order to counter "several interrelated 

expressions of `power-over"' (Bishop, 2002, p 51). Bishop eloquently writes about the 

necessity for this kind of consciousness that all oppressions come from the same world- 

view and that none can be solved in isolation (p 20). 

There is a rich tradition of Indigenous community workers who have 

emphasized the contrasting values upon which their traditional cultures were based and 

the importance of resurrecting those values as the basis for decolonization and 

rebuilding their communities. McGrath et al (1999, pp 14-15) refers to this 

resource-one which could be drawn on in developing alliances of shared values: 

Native practitioners, along with feminists and popular educators, have focused on 
rediscovering and celebrating the positive aspects of culture and practice which have 
been suppressed and denied by a dominant, mainstream culture. Culture and daily 
practice are seen as key resources in maintaining and rebuilding communities 
devastated by years of colonial policy. Practitioners focusing on cross-cultural 
development have urged us to root community development strategies in the unique 
cultural qualities of the populations with which we work. They note the importance of 
understanding the qualities that have assisted populations to survive, often in the face of 
extremely powerful and long-standing oppressive policies and attitudes (pp 14-15). 

43 Local developments of this First Nation community. 
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Working closely with the local First Nations communities as part of a broadly based 

community support network would be mutually supportive of efforts to democratically 

transform workplaces as well as communities and the spillover among and between, 

them. 

... (W)e need to rethink our relationship with ... native peoples. This includes relearning 
history and grappling with the forces that caused this history to occur.... 

... Truly, such change is inevitable if sanity and sustainability are to prevail. To call 
this adjustment ̀ going back' is to conceive of it in fearful, negative terms, when the 
changes are actually desirable and good. In fact, it is not really going back; it is merely 
getting back on track, as it were, after a short unhappy diversion.... It is going forward 
to a renewed relationship with timeless values and principles that have been kept alive 
for Western society by the very people we have tried to destroy. 

Jerry Mander, 1991, pp 383-4 in Rahnema & Bawtree, 1997, p 398. 

8.3.5 Action Learning Perspectives 

S 

j 

ý! 

In answering the question "How could spillover be enhanced? " a participant in a 

group interview replied: 

Part of it is socialization: gradually with time more and more of the workers 
will shift their values and ways-especially as new ones are eventually hired 
who haven't been used to the old ways. 

If the workplace environment had been transformed into one characterized by full 

" participation, one of Greenberg's (1986) criteria for a shift toward more democratic 

values espoused by the workers would have been present. (In addition, Greenberg, 

1986 argues that the experience of action learning in a full participation setting needs to 
be accompanied by the existence of a working class leftist movement, party, union 

movement or ideological presence. ) The greater inculcation of such democratic values 

as collectivism, egalitarianism and so on by the worker-owners may then have 

influenced the values of those with whom the workers regularly interacted in their lives 

outside of work. This premise is consistent with the work of constructivists like 

Vygotsky and Dewey. Constructivists hold that people learn through active practice 

rather than observing and receiving lectures. Through repeated practice and review 

people are most likely to retain knowledge (Carvin, 2003, p 1). Dewey (p 1) contends 

that beliefs, aspirations and attitudes cannot be "hammered" into people, but are 
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communicated "by means of the action of the environment in calling out certain 

responses": 

... [T]he particular medium in which an individual exists leads him to see and feel one 
thing rather than another; it leads him to have certain plans in order that he may act 
successfully with others; it strengthens some beliefs and weakens others as a condition 
of winning the approval of others .... In brief, the environment consists of those 
conditions that promote or hinder, stimulate or inhibit, the characteristic activities of a 
living being.... A being whose activities are associated with others has a social 
environment. What he does and what he can do depend upon the expectations, 
demands, approvals, and condemnations of others (pp 1-2) 

The research findings indicate the importance of the experiential or action 

learning context provided by the parts of the ASI workplace which were characterized 

by full participation. There were comments made about the fact that workers in 

SDWGs and those actively involved in other parts of the joint process were more I ikcly 

to be carrying over into life outside work the new collectivist, cooperative, consensus- 
building ways and behaviours. For example: 

Empowerment had to go to the shop floor. Before the New Algoma there was 
always the structure for union and management to meet together. But now 
there is a trickle into the community from rank and file participation. In sonic 
cases it's because of self-directed work groups. This could suggest a reason to 
continue them. 

In the group interviews and answers on written questionnaires the following 

question was posed: how could spillover be enhanced? Many of the respondents replied 

that since much of the spillover they observed originated with skills learned in the 

training, the training should be increased. In one group interview, some of the answers 

were: 
More training for more ASI workers. 
More information to the community about the changes at ASI. 

On-going training. 

Improve training. 

Comments were also made about the advisability of workers taking increasingly 

advanced levels of the training and the advantage of taking additional training after the 

experience of applying it both inside and outside the workplace. 

When the topic of on-going training was discussed in another group interview, 

the following discussion between the co-researcher who was facilitating the discussion 
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and two community interviewees ensued: 

Interviewee A: Is there any ongoing training? 
Co-researcher 1: Training has been cut. That was one of the worst mistakes of 
the company. 
Interviewee A: That's sad. 
Interviewee B: But they are laying people off. How do you justify training if 

you're laying people off 
Co-researcher 1: Instead of wiping the place out of all the trainers they trained 
and welding the door shut, they should have kept something there that said. 
look, there will be training as required and when needed in a limited group. 
Like you need 10 people or 12 people in a room, we'll get an instructor to come 
in. Instead, they just got rid of it. The message that that sent is what is 
important more than anything else. 

The co-researcher was underlining the essential nature of the training--the programmed 

learning component of action learning---to the transformation of the workplace and 

thereby its spillover effects outside the plant, even during times of financial exigency. 

In chapter 6 the discussion of the importance of action learning as a factor in the 

creation of spillover pointed to the importance of paying attention to the emotional or 

psychological process inherent in learning. One of the co-researchers referred to the 

emotional effects or "stress" resulting from the workers' participation in the change 

process: 

Co-researcher 3: Because of what has happened in the past six to eight years, 
we have been bringing home more stress... So how do you relieve it outside of 
work for 16 hours? I think family is a very important factor in how we deal 
with the stress from work that we bring home. 

If the stress due to the change process at Algoma Steel were acknowledged and ways of 

coping with that stress both in and outside work were developed (for example, through 

action research), personal relationships and contexts outside the plant could support the 

change process in the workplace. The co-researchers commented on the need for 

support and feedback. Such community support could have validated the employees' 

efforts and accomplishments at work so that their sense of pride and empowerment 

would increase, thereby increasing spillover of those accomplishments into the 

community. During one of the research group meetings the following discussion took 

place: 

Linda: In readings about worker takeovers the plants that are most likely to 
survive are those that have only about 150 employees. Most of the larger ones 
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do not last more than a couple years, particularly those that were in financial 
crisis when they were taken over, like Algoma. So ASI is already way ahead. 
Co-researcher 3: 1'm' glad you said that because I don't think we know the 
significance or we don't understand how special it is 
Co-researcher 4: ... We don't give ourselves credit for what we do. We do 
focus on negatives and we tend to forget the positives and there are a lot of 
positives in that place. 

Gladwell (2000) comments on the need for the emotional support component of action 

or transformative learning in his recent book aptly titled: The Tipping Point: how Little 

Things Can Make a Big Difference: 

... (I)f you wanted to bring about a fundamental change in people's belief and behavior, 
a change that would persist and serve as an example to others, you need to create a 
community around them, where those new beliefs could be practiced and expressed and 
nurtured (p 173). 

8.4 Mediating Contextual Factors 

In addition to enhancing spillover processes so as to broaden spillover's societal 

effects, the context in which it occurs can also be made more favourable to social 
development. Ways to change the context/conjuncture in which spillover occurs can be 

gleaned from both the empirical findings and the spillover literature. Such contextual 

changes or factors can be seen as "driving forces" in the "field of force". They include: 

(i) public policy supporting more democratic workplaces and their spillover 
(ii) existence of a strong labour movement, leftist party and a sufficiently 

"competing" collectivist ideology 

(iii) existence of a network of more democratic workplaces: 

(iv) existence of a broadly based community organization committed to supporting 

the democratic transformation process at ASI. 

8.4.1 Public Policy Supporting More Democratic Workplaces 

From the research emerged the idea that the spillover evidence we observed had 

the potential to be part of much greater spillover. I and others thought about the fact 

that this exciting phenomenon had been occurring serendipitously without any formal 

policy support from the state at any level-federal, provincial or municipal-to 

encourage the development of workplace democratization and the enhancement of its 
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spillover. What amazing outcomes could be achieved if Canada had policies similar to 

Norway, for example! Elden (1986) provides a clear summary and analysis of the 

Norwegian public policy support for the development and implementation of 

sociotechnical systems (STS) design of work. STS ideas include: "autonomous ways of 

organizing tasks, cooperative labor-management change processes, and humanistic- 

democratic values" (p 241). 

In 1977 a Norwegian law was passed outlawing alienating and dehumanizing 

work. One of its objectives is "self-study and self-managed change at the local level. 

This makes participation a means of empowering workers to study and change their 

own work places. Such participation empowers workers to increase their control over 

their own work places" (p 240). 

Secondly, the Norwegian Trade Union Confederation (LO) signed a national 

agreement in 1982 with the Norwegian Employers Association (NAF) "to support do-it- 

yourself, employee-managed change". The LO-NAF agreement set up a fund to 

support employee-controlled work design or redesign efforts. The funds cannot go to 

consultants. Instead they are used to ensure that people change their own work 

situations through participative action research. 

A third example of policy based on STS ideas in Norway, was an official 

government inquiry report which "emphasized direct forms of participation" and 

recommended that "further democratization be a national industrial development 

strategy" (p 241). Other laws have placed workers on company boards. 

The objective of STS-based policies in Norway is more to democratize than 
humanize workplaces. He contrasts democratization (empowering or "full" 

participation), which requires parity of power, on the one hand, with humanization 

("pseudo" participation) (Pateman, 1970) on the other hand. The spillover research 
indicated the need for empowering or full participation as a prerequisite for the 

enhancement of spillover. 

To ensure that this kind of workplace transformation occurs state policies are 

required. The private sector cannot be counted on to institute real democratization 

voluntarily. Implications for public policy based on the Norwegian sociotechnical 
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systems model of empowering participation through worker-managed change were 

presented in chapter 7. 

8.4.2 Existence of a Strong Labour Movement, Leftist Party and "Competing" 
Collectivist Ideology 

Since the late 1970s the dominant ideology in Canada has become increasingly 

neoliberal. Two of its primary tenets have been rugged individualism and belief in the 

market as the primary way of organizing not only the economy but the rest of social 

relations as well. There is an increasing resignation by people to the inevitability of 

corporate rule and the belief that the countervailing forces to which ordinary people 

turned in the postwar period-unions, the state and the social democratic party 
(CCF/NDP)-are no longer capable of defending them against the corporate agenda. 
While there is a progressive resistance movement opposing global corporate rule, as 

seen in the protests in Seattle, Quebec City and Genoa, Smail (2002) points out: "it is 

not yet clear how or whether this could become a political factor in the consciousness of 

the vast mass of the public who are currently firmly in the grip of the conventional 

media" (p 11). The "cult of impotence" (McQuaig, 1999) with regard to transnational 

corporate rule has focussed peoples' attention almost exclusively on the need for 

organizations to learn faster to adapt and survive in a context of constant, rapid change. 
Dixon (1994), drawing on organizational learning and action learning theory, points to 

the lack of emphasis on humans' ability to change, not just adapt to, our rapidly 

changing environment. She states: 

It is commonly held that change is caused by forces over which organizations have little 
control. However, the reality is that we create much of the change to which we must 
then adapt-for example, we create technological change, alter gender relations and 
create multinational organizations. We are unique, of all creatures on the face of the 
earth, in that we can not only respond to, but also alter, our environment (ßotkin et a/., 
1979). 

Not only can we physically change our environment, we can alter it by 
reframing or reconceptualizing it.... The two factors, learning and change, reinforce 
each other (p 2). 

The collective learning of the Algoma Steel employees, about how to take 

control of their plant from the external economic forces that would have closed most of 
it down in 1991 and how to run it jointly with management in more collectivist and less 

hierarchical ways, showed at least some of the workers that their organizational learning 
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could contribute to reframing or ' reconceptualizing their environment 'at the 

microsystem, mesosystem, exosystem and macrosystem levels. 

In the Algoma Steel experience this role was taken up by trainers within the 
joint-process training programme, members of the workplace redesign group. and union 
trainers. Due to the differing class interests of front-line (local 2251) and managerial 
(local 2724) employees it would be unrealistic to expect unanimity about the kind of 
democratic transformation goals the education programme should have. In other words, 
blue collar workers who have less voice and power within existing social institutions 

would potentially have a greater interest in transforming broader societal structures than 

middle management employees (local 2724) who, although not as powerful as senior 

management, do perceive themselves to have some political influence and efficacy. 
The union, representing primarily blue collar workers, would seem to be the body 

which could best introduce, within the zone of proximal development, theoretical 

concepts concerning alternative visions and ways for the macro level of societal 
relations to be organized-alternative relations of ruling to those based on 
neoliberalism. While the USWA did endorse a collectivist vision of the transformative 

spillover potential of the New Algoma, its primary focus within the training was on the 
transformation of the immediate workplace microsystem. It did not place very much 
emphasis on a vision of the link between democratization of the workplace and broader 

societal transformation. The USWA had no support from the Canadian, or American, 
labour movement for its workplace democratization initiatives. On the contrary, it 

received considerable criticism for what was considered to be "crossing the line" 
(Quarter, 1995) and capitalist co-optation. 

Leftist party support varied perforce due to the political conjuncture. While the 

provincial social democratic party (New Democratic Party NDP) gave clear support for 

the USWA's alternative vision for the worker buyout and was in a position of strength 
as the governing party to strongly support the whole buyout process, it did not have the 

same influence in sustaining the New Algoma transformation and in promoting its 

spillover effects at the macrosystem level. Three years after the buyout, the NDP 

suffered a massive defeat in the 1995 election. 
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The very important role.. of the 

. 
NDP, in power at the time of the 1991 

. restructuring, was acknowledged by many people throughout the research process. Co- 

researcher 1 said: 

Had it been Lynn McLeod's Liberals in power the government would not have 
become involved., She said it herself 

In 1995 the NDP was voted out of office by a neoliberal Progressive Conservative (PC) 

Party which had campaigned with a clear anti-labour stance. This date was considered 

by the co-researchers as a turning point in the democratization process at AS[. While 

not the only factor cited, the co-researchers did include the NDP defeat and the PC 

victory in their list of factors contributing to the backslide in the process. The NDP 

defeat dealt a serious blow to the confidence of progressive forces within the working 

class in particular and the broader society in general. 

As noted in the literature review (chapter 2), on the basis of his spillover 

research Greenberg (1986) concludes that while industrial democracy in plywood 

producer cooperatives results in increased involvement of the workers in various 

voluntary and community organizations it does not produce more public spiritedness. 

He found, in fact, that in many cases their experience in mutuality and collective 

functioning in the workplace seemed to increase their small-property/petit-bourgeois 

orientations: "The cooperative social relations that do exist seem to be entered into and 

maintained for the pursuit of small-property ends" (p 137). Adherence to values of 

equality, democracy, cooperation and mutual respect within the producer cooperatives 

did not lead the members to challenge capitalist social relations based on inequality, 

dominance and competition in the social institutions outside of work. lie argues that 

democratization of workplaces in the United States takes place in a context in which the 

dominant ideology and culture support market capitalism with no serious alternative 

messages to result in people suspending their belief in the irreplacability of dominant 

ways (Mathiessen, 1974). As Greenberg (1986) writes: 

... the persistence and nurturance of volitions and behaviors antithetical to democratic, 
self-governing socialism seem to be particularly characteristic of the United States, 
where market capitalism and its supporting culture and politics are not countervailed by 
a movement, party, or ideology committed to equality, economic democracy, and non- 
hierarchical social relations (p 170). 
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Greenberg does not rule out 1 broader effects of workplace democracy in 

countries which do have mediating factors' süch'as the existence of a strong working- 

class movement, party, ideology, or culture. Such countries, including many European 

countries, may have more positive political spillover effects with self-management 

serving as a tool of a larger democratization. In those countries union and left-wing 

party activists make clear connections between "workplace reoganization and the 

movement for a better society" (p 158). 

Nor does Greenberg rule out broader, spillover effects from self-managed 

workplaces in the United States if the context in that country changes: 

Nourished by a supportive political, cultural, and ideological environment, these seeds 
of a decent and humane society might yet -flower. They cannot do so, however, in 
isolation, in an inhospitable, alien environment. The lesson learned from the 
comparative examination of worker self-management in Mondragon, Yugoslavia, Peru, 
Israel, Eastern Europe, and Scandinavia... is that the bright promise of workplace 
democracy and self-management can be achieved only if it is part of a larger struggle 
for popular democracy and equality in the United States (p 171). 

Both Greenberg, from the perspective of spillover researcher, and Gil (1992), 

from the perspective of social policy theorist, concur on the need for social change 

efforts such as those undertaken by workers trying to democratize the workplace to be 

part of a broader social change movement. As Gil tells us, the social policies or social 

arrangements of the social institutions by which we try to meet our human/social needs 

will only shift further to the left on the continua of his value dimensions if a critical 

consciousness is developed that can challenge the hegemony of the dominant ideologies 

of liberalisms (neo-liberalism and reform liberalism). The ASI spillover research 
demonstrates the effectiveness of the praxis approach to consciousness-raising. The 

participatory action research method combined practice and theory in the form of action 

and reflection, while the New Algoma combined practice (opportunities to participate in 

decision-making and experience some empowerment) and theory (training based on 

collectivist values). As pointed out in chapter 6, the theoretical component of praxis 

was weak in that the mediational tools of language did not sufficiently include the 

words to redefine situations, to analyze from a non-liberal perspective the experience 

component of the praxis and how it could be related to the macro level of society. 
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Bishop (2002) emphasizes the need for people involved in efforts to end any 

kind of oppression to be conscious of the interdependence of all oppressions: 

... (E)ach form of oppression is part of a single complex, interrelated, self-perpetuating 
system.... No one oppression can be ended without all ending, and this can only happen 
when we succeed. in replacing the assumptions of competition, hierarchy, and 
separation with co-operation( p 19)... (A)11 oppressions are interdependent, they all 
come from the same world-view, and none can be solved in isolation (p 20). 

Given the importance of praxis in consciousness-raising, as well as the need for the 

consciousness to include awareness of the interrelation of all oppressions, workers' 

organizations which are trying to democratize workplaces should be part of broader 

social movements. By participating in social justice and anti-corporate-controlled 

globalization movements, members of USWA have opportunities for praxis 

consciousness-raising. When they attend events at the union hall such as the annual 

Day to Eliminate Racism, send delegations to the Maquiladora region of Mexico in 
solidarity with severely exploited workers due to NAFTA, give a percentage of their 

union dues to the Humanity Fund, they become more conscious of oppressions othcr 

than capitalist worker exploitation. There is great potential for the praxis"bascd 

consciousness raising through the action learning of democratizing' a workplace to be 

reinforced by experiencing connections with other anti-oppression efforts within an 

overall social movement. Likewise, the experience and awareness of steelworkers 

taking some control of their means of production could reinforce consciousness of the 

interrelatedness of workplace struggles with the anti-oppression efforts of those fighting 

other forms of capitalist exploitation, sexism, heterosexism, racism, and so on. 
Rothschild and Whitt (1986) found that more-democratic workplaces which were part 

of a broader social movement were more likely to stay the course in their efforts at 

building a workplace based on an alternative vision than those who were not associated 

with such a movement. 

8.4.3 Network of More Democratic Workplaces 

The research group's final report states: 

A suggestion made during the research process was to organize a network 
(local, national and international) of more democratic workplaces and those 
interested in promoting them. A network of local coops and worker-owned 
enterprises could help reinforce the alternative values and approaches to the 
dominant ones ... Such a network could include Northern Breweries, St. Mary's 
Paper, Algoma Steel Community Credit Union, Northern Credit Union, the 
Coop Store in Echo Bay and Group Health Centre. A network could enhance 
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spillover in and out of the plant, thereby reinforcing the new values both inside 
and outside the workplace. 

During the group interview held at St. Mary's Paper, another worker-buyout in Sault 

Ste. Marie, the idea of a network of more democratic workplaces was introduced. 

Linda: Do you think it would be helpful to have an organization in Sault Ste. 
Marie that would bring together workers from various employee-owned and 
managed workplaces? 
One of the St. Marv 's employees: I could see a definite value in having that kind .,,. 
of organization where we could share experiences and learn from each other 
and together. 

One of the co-researchers made the following observation which indicates his 

awareness of the absence of networking among workers from more democratic 

workplaces -standing in stark contrast to the support networking which exists between 

senior managers of various steel corporations: 

Co-researcher 5: We hear on the shop floor all the time that we are in 
competition for jobs with other companies. But my manager, or any one of the 
managers, that heads ASI put heads together and talk about trade ideas and 
they are very cooperative and they have problems here and they look for 
solutions from Dofasco, Stelco and they travel back and forth at management 
level quite cheerfully ' checking out each other's solutions. What they are 
actually doing reminds me very much of what I thought we were going to be 
doing. You know, the plant and it's problem-solving, networking and that kind 
of thing. 

The need for a support network of more democratic workplaces that was raised 
in the research is consistent with Cornforth's (1989) insistence on the important role for 

a support structure for worker co-operatives and labour-owned firms. In the face of 
various barriers to the development of more democratic workplaces, including non- 
accommodating existing business and legal infra-structure and the fact that cooperative 
principles are usually "at odds with the individualistic and materialistic values that 
dominate Western society (p 122), 

... large and healthy co-operative sector is only likely to develop if it has its 
own support structure which can meet the sector's particular needs, encourage 
mutual support between co-operatives, and help mobilize wider public and 
political support (p 122). 
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He , argues that other forms, of more democratic workplaces could learn from the 

experience of structures that have been developed in various countries to support co- 

operatives (p 122). Szell (1989) also emphasizes the need for a network of initiatives of 
democratic forces. 

Sault Ste. Marie would be a very appropriate city in which to set up a network of 

more-democratic workplaces. For a city with a population of less than 79,000, it has a 

significant proportion of its employees in employee owned and/or managed settings. St. 

Mary's Paper-an employee buyout with considerable employee participation-leas 
done very well financially since its transformation began in' 1993 and has not diluted 

,. either the ownership nor the involvement of its 400 workers. Northern Breweries 

became the first employee-owned brewery in North America when its employees 

purchased the company in July, 1977. The Sault area has large, strong and expanding 

credit unions. Northern Credit Union has three branches, Algoma Steel Community 

, 
Credit Union (ASCU) has two branches and both Northern and ASCU have several 
ATM machines each. Garden River-the largest First Nation in the district of Sault Ste. 

Marie-is home to the first Aboriginal credit union in, Ontario. In the public service 

sector, the Group Health Centre is the largest and oldest collectivist alternative to the 

private practice model of primary health care provision in Ontario. There are several 

other smaller cooperatives and employee-owned workplaces. 

8.4.4 Broadly Based Community Organization Supporting the Democratization 
Process at ASI and its Spillover 

A broadly based community organization set up to provide on-going support and 

encouragement to the ASI workers undertaking the very challenging process of 
democratizing such a huge enterprise could validate what the workers were 

accomplishing. The support would reinforce their sense of pride and empowerment and 
increase the degree to which their accomplishments would spill over into the 

community. 

Such a community-based organization could sponsor on-going participatory 

action research to contribute to the monitoring and enhancement of spillover effects 
thereby creating new knowledge about the spillover process, its contributions and 

contribute to the positive feedback and encouragement for the employees. As noted in 
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Chapter 6, the workers' morale, particularly their feeling as to whether or not ' the 

process was succeeding, could be boosted by community validation, interest and 

support. 

An active, broadly based community support organization could have helped 

channel the spillover effects into community networks. In this way community support 

could have been solidified into a stronger movement44 to lobby the Canadian 

government to take action against steel dumping to protect the company's financial 

situation. There is a relationship between the threat of insolvency and the undermining 

of the democratization in the plant. Senior management, financial institutions and major 

private shareholders used the excuse of financial difficulties to push for a return-to 
`bottom line' rhetoric calling for the elimination of any meaningful joint processes. The 

dilution of the joint process in turn undermined the development of the employees 

which in turn reduced' the community capacity flowing from ASI in the form of 

spillover. A community support organization could have helped to deter that trend, in 

line with the advice of Gilchrist (1998): "Community work... needs to ensure that 

expertise gained through specific actions flows back into the community at large and is 

translated into the capacity to respond to further needs or opportunities" (p 108). 

8.5 Significance of the thesis' participatory action research methodology 

Firstly, the research methodology had an important impact on me as an 

academic and community activist. Most of my adult life I have been involved in 

community development using skills very similar to those employed in conducting 

participatory action research, such as forming egalitarian relationships with grass roots 

participants and planning action to effect social change. What was missing however 

was the systematic collection of data or observations, reflection and analysis of 

observations and actions in order to more effectively plan for subsequent cycles of 

action. I had used many aspects of participatory action research as a method for 

working in and with community, but not as a research methodology. I had thereby 

created a separation between my community work and my academic and research 

as The Save Steel and the Sault Committee that circulated a petition demanding government intervention 
on the steel dumping issue was not broadly based. It consisted primarily of USWA members and staff and 
some community residents. Its intentions were good, but it was not a grass roots organization tapped into 
extensive community networks. It was therefore not as successful as it could have been in mobilizing 
sufficient numbers of people to effectively pressure the Federal government. 
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work. Through my experience with the ASI spillover project I came to understand 

participatory action research methodology and see it as a way of linking my 

community work with my academic or research work. 

Secondly, because the, research was informed by participatory action research 

epistemology, unconstrained, by, the conventions of traditional positivist theory and 

,,,, methods, it was able to delve into the complexities of spillover-to not just observe 

that spillover did or did not occur but to use the repeated meetings of the co- 

researchers to engage in dialogical reflexive discussions to probe into the how and 

-. whys (the processes and contexts) of spillover. Therein lies one of the main 

contributions of the ASI spillover research and this dissertation since most empirical 

research about spillover from democratized workplaces has not been conducted 
through participatory action research. 

Thirdly, the research journey showed me how effective participatory action 

research can be in challenging the academic researcher's assumptions, perceptions and 
ideas. By emphasizing the fact that . the co-researchers were the experts about the 

research content as well as the fact that they were to determine the research process in 

conjunction with me as the outside researcher reduced power differentials between us. 
On several occasions they showed that they felt very comfortable in disagreeing with 

my ideas, proposals and conclusions. The spillover project findings therefore further 

support participatory action research approaches which emphasize conscious efforts to 

reduce power differentials. 

Fourthly, this work has highlighted the inseparability of the process and content 

of participatory action research. I concluded in sections 7.2.4: "Implications for 

community development" and 8.2.2: "Community/social development perspectives" 

that the spillover research demonstrates that process cannot be separated from content, 
that praxis is necessary. In other words consciousness-raising about the need for 

alternative values and institutional arrangements cannot take place without the 

simultaneous experience of learning how to practice those collectivist values and create 

alternative democratic structures and processes. Similarly, the conclusions of the 

spillover research cannot be separated from the participatory action research process 

employed in the study. Content and process are inseparable because the 
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research process- was ý part of the content-the findings and conclusions. The 

following are examples that the research process was part of the findings. 

(a) Awareness about spillover and spillover itself were enhanced by the research 

process. This was evident in the comments in all the target group interviews about the 

inquiry making many of them aware for the first time of the concept and existence of 

spillover. The research approach allowed us to engage people (the group of co- 

researchers as well as focus groups) in discussions about spillover. Its praxis orientation 

allowed for conceptual reflection on spillover experience which in some cases resulted 

in further spillover practice. Some people proceeded to attempt to consciously use 

spillover effects in their lives. `11' 

(b) The multiple loop characteristic of the participatory action research process 

deepened the participants' understanding of the nature of spillover. As the research 

group reflected on their findings during successive cycles, their analysis of the findings 

and their awareness of how to improve the process of knowledge creation intensified. 

For example, at the last meeting of the research group at least three of the - co- 

researchers said they would have liked to have invited those with opposing views about 

the spillover value of the joint process to meet with the research group to debate the 

differences of ideas. As the co-researchers said in the following lines from an excerpt 

already quoted in chapter 4: 

Co-researcher 3: I would like to have had them here because it's after hours, 
it's not in the workplace, it's on my own time, and I would reall like to know 
what he really thinks of this [the research report]. I would really like to know. 
I would like to have entered into a discussion. 
Co-researcher 1: Not only that, the whole idea of "that's what you're saying? 
Now let's verb it" if he doesn't agree. "Now what do you have, and what do 
we have, and what are we going to do now to go out and verify these 2 opinions 
on this process ". We never got there because we didn't get into any 
challenging. 
Linda: Except when I brought his comments back to you. I remember the night 
that we discussed the EAP report I mentioned what he said and you said that no 
matter what you would do he would never accept it. 
Co-researcher 1: But it would have been good for X to be part of this and to be 
part of the challenging and verifying. 
Linda: Ahhh, I get you. 
Co-researcher 1: OK? Because he still goes on believing that they saved 21 
million dollars and they didn't do it through self-directed work groups so that's 
why his process is better than this one. He'd have to go and verify. 
Linda: you mean to challenge those people. 
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Co-researchers I and 2: Yes. 
Co-researcher 1: That's what was missing.: 
Co-researcher 3: The microcosm of the community that you are referring to as 
a community, and that is reflected out in the community, the same kind of 
attitudes. 

In this discussion the co-researchers were recommending that the dialogic component of 
of our participatory action research be intensified. This concluding reflection in the 

research group indicates the importance of an on-going participatory action research 

process. Additional cycles in the process could 'have deepened our understanding 

considerably. The sense we had was that we had barely begun and that the participatory 

research process-if continued-could have further exposed the web of complexity 
inherent in the process of spillöver. The process confirmed my original premise that 

participatory action research methodological approach was appropriate for the study of 

such a complex social phenomenon as spillover. 

Finally, the action research process itself was testimony to the transformative 

potential of spillover from workplace democratization. Given opportunity to reflect as a 

group about the potential effects spillover could have on the broader society outside the 

sphere of traded work, the front line workers/co-researchers were full of ideas about 
how their transformative work at ASI contained the possibility of propelling change 
inside and outside work and that advances made in any of the three spheres could 
further propel progress in the others. They also saw and experienced the corollary: set 
backs or restraining factors in one sphere could retard or reverse advances in others. 

8.6 Conclusion 

This chapter has outlined ways in which the Algoma experience demonstrates 

the potential to affect society at the macro level, consistent with Bronfenbrenner's 

(1996) observation: 

(T)ransforming experiments necessarily involve the macrosystem since they represent 
efforts to achieve the systematic alteration and restructuring of existing ecological 
systems in ways that challenge the forms of social organization, belief systems and 
lifestyles prevailing in a particular culture or subculture (p 290). 

The collective learning of the Algoma Steel employees, about how to take control of 

their plant from the external economic forces that would have closed most of it down in 
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1991 and how to run it jointly with management in more collectivist and less 

hierarchical ways, showed at least some of the workers that their organizational learning 

could contribute to refraining or reconceptualizing their environment at the 

microsystem, mesosystem, exosystem and macrosystem levels. In chapter 6, I explored 
the refraining and reconceptualizing of the microsystem, mesosystem and exosystem 

aspects of the workers' environment. In this chapter I have focused on the potential for 

spillover effects from a more democratic Algoma Steel on the environmental 

macrosystem in which it is located-in other words the broader effects of spillover. I 

reflected on some of the processes and contextual factors which either did or could have 

resulted in the spillover at micro or proximal level of social relations or influences 

(work, family and personal relations) affecting the macro or distal relations, or 
influences (politics, culture, ideology, macro-economics). 

With sufficient strengthening of the factors which encouraged spillover (e. g. 

with the support of the social democratic party as the provincial governing party) and a 

reduction of the factors which inhibited it, there were indications that broader potential 
spillover effects could have resulted. Unfortunately, as the combination of several 
constraining factors or `restraining forces' (Lewin, 1951) increased (e. g. a neoliberal 
party became the governing provincial party, change of CEO, reduced percentage of 
shares employee owned), the democratic transformation process began to decline and so 
did spillover. The training stopped, workers were told they could not be replaced in 

production to attend meetings and so on, and the enthusiasm of workers and community 
activists to spread the ASI model diminished. I hope, along with my eight co- 
researchers, that our attempt to document the positive spillover benefits that did occur 
between 1992 and 1998 helps to keep alive the truth of those benefits as well as their 
broader socially transformative potential. 
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APPENDIX A 
II 

Research Group Meetings: _. ý .., 
(Research Group consisted of Linda Savory-Gordon and 8 co-researchers) 

October 29,1997 
November 12,1997 
December 3,1997 
January 14,1998 
February 11,1998 
March 11,1998 
April 8,1998 
May 13,1998 
September 30,1998 
October 29,1998 
November 26,1998 
December 2,1998 
March 4,1999 
March 31,1999 
April or May, 1999 

Target Group Interviews: 

Children of steelworkers working at Union Hall as summer job: August 20,1997 
A second group of children of steelworkers during summer job: July 21,1998 
Class at Algoma University College: January 7,1998 
Class at Algoma University College: April 6,1998 
Class at Algoma University College: April 7,1998 
Class at Algoma University College: April 9,1998 
Steelworkers and spouse at a local First Nation: May 20,1998 
Employee Assistance Programme Referral Agents: June 9,1998 
Second Interview with Employee Assistance Programme Referral Agents to question in 
more depth: November 10,1998 
Employees at St. Mary's Paper Inc.: December 1,1998 
Algoma Steel Community Credit Union (ASCU) unionized employees: October 14,1998 
Group Health Centre (employees and Board rep): October 23,1998 
Class at Algoma University College: December 3,1998 
Class at Algoma University College: December 8,1998 

Other Group Interviews: 

Employee Training and Development Staff: February 27,1998 
Workplace Redesign and Technology Task Force: December 11,1998 

Individual Interviews: 

Denis Desjardins, Union Coordinator, Worker Participation Programme: January 31, 
1997; June 6,1997; February 5,1998 
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Steve Boniferro, District 6 Staff Rep. USWA: January 24,1997; July 17,1997 
Gary Premo, Research, District 6: July 10,1997 
Steelworker 1 and Steelworker 2: September; 1997 
Mike Delfre, St. Mary's by the Rapids Centre Planning Committee: March 5,1997 
Bernie Brothers: April 10,1998 
Ken Delvecchio: April 16,1998 
Bob Richards, President, Local Union 2251: October 16,1997: April 27,1998 
Doug Olthuis, Research Department, USWA (Toronto): March 2,1998 
Bob Rollins, Co-chair of Joint Training Committee: February 25,1998 
Maryanne Perry, Homecoming Organizing Committee: April 28,1998 
Social Worker: October 14,1998 and October 21,1998 
Individual steelworker 3: October 22,1998 
Individual EAP Referral Agent 245: November 10,1998 
Individual EAP Referral Agent 246: November 13,1998 
Individual steelworker 4: December, 1999. 
Murray McLean, Executive Member of Local 2724: February 12,1999 
Wife of a steelworker: August 6,1998 
Daughter of a steelworker 
Employee of Sault Area Hospitals 

Observation of Events: 

Tour of Plant: March 13,1998 
Steelworkers' Celebration of the International Day for the Elimination of Racism: 

March 23,1997 and March 29,1998 
Labour Council presentation to City Council: May 21,1998 
USWA-sponsored Homecoming events: 

July 15-17,1998 including my visit on July 16,1998 to a public exhibition 
entitled "There's More to Us than Steel" which included a display of many 
photographs and posters with quotations drawn from the history of Algoma 
Steel, the steelworkers and their relationship with the broader Sault Ste. Marie 
community. 

Speeches given by Bob Rae and Leo Gerard: November 24,1998 
Presentation by a co-researcher at a Political Science class at AUC: March 16,1998 

Presentations of Findings 

Presentation of methodological approach and prelimary findings to monthly Algoma 
University Colloquium Series: April 17,1998 

Presentation of Findings Report: 
- to USWA District 6 Staff: May 19,1999 

- to Local Union 2251 executive (in print form as they were too busy to set up 
a meeting) (received phone call from a member of the executive who had 
read the report, resulting in a phone discussion) 

as Following the second group interview with EAP referral agents, two referral agent volunteered to be 
interviewed individually in order to elaborate in more detail. 
46 See footnote #1. 
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- to Local Union 2724 executive: June 2,1999 

- to Building An Extraordinary Community47 (Executive Committee, followed 
by a presentation to the Steering Committee): June 18,1999 

- EAP Referral Agents: September 8,1999 and November 10,1999 

- posted on BEC-Sault Ste Marie Municipality website: 1999 and 2000. 

- public lecture in MPP's lecture series entitled: "Creating an Economy where 
People and Communities Matter: the Algoma Steel Story", May 16,2000 

47 Building An Extraordinary Community (BEC) is a major strategic consultation and planning process 
for revitalization and development of the Sault Ste. Marie community. 
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APPENDIX B 

JOINT PROCESS AND OWNERSHIP: 

BENEFITS FOR LIFE OUTSIDE THE PLANT 

SUMMARY OF FINDINGS OF 
ALGOMA STEEL SPILLOVER RESEARCH PROJECT 

MAY, 1999 

by 

Linda Gordon, Algoma University College 
(in partial fulfilment of the requirements of the 

Ph. D. programme at the School for Policy Studies, 
University of Bristol, UK) 

with 8 co-researchers who are 
employees of Algoma Steel Inc. 
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ALGOMA STEEL SPILLOVER RESEARCH PROJECT 
SUMMARY OF FINDINGS: MAY, 1999 

A. Definition of "spillover" 

For the purpose of this research "spillover" refers to the transference of new 
experience (e. g. the experience of new relations, new decision-making processes), 
skills, attitudes, behaviours and values acquired in the "new" Algoma Steel workplace 
to life outside the workplace. 

B. Assumptions 

" It is desirable to increase democracy and equality in all social relations, i. e. both 
inside and outside the workplace. 

" There are positive spillover effects outside the workplace when increased 
democracy, equality and solidarity are being promoted within the workplace. 

" Examples of positive spillover can be identified in community settings and in 
personal and family relationships. 

" Those examples can be used as starting points in order to enhance spillover 
(building from points of strength). 

" The points at which spillover occurs outside work and then spills back into work are 
key areas in which to enhance spillover. 

" The experts in spillover are the workers who are participating in the New Algoma 
and transferring that experience outside. 

C. Focus of the research 

The focus of the research was to investigate the range and characteristics of 
spillover effects, as well as how positive spillover might be enhanced. During the 
participatory action research process, the following main questions were asked: 

What are the forms of spillover? Are there indications that life outside Algoma 
Steel has been affected by the following: a large number of people at Algoma Steel 
have been participating in a joint process between unionized employees and 
management, functioning in more participatory ways (including the use of self- 
directed work groups in some areas), acquiring meeting and team-building skills, 
learning how to deal with disagreements and conflicts, to express opposing views 
and to reach consensus? 
How have the joint-process, increased worker participation and more democratic 
relations served as a model for other organizations to consider using? 

" How has spillover been happening? 
" How can positive spillover be enhanced? 
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D. Methodology: 

The spillover research project was conducted from September, 1997 to March 
1999 by a lead researcher-Linda Gordon48, Algoma University College-in 
collaboration with a group of eight co-researchers, employees of Algoma Steel Inc. 
(members of both local 2251 and local 2724). The methodological approach used was 
Participatory Action Research (PAR) and the data gathered was primarily of a 
qualitative nature. The data includes: 

" observations, reflections and analyses of the core group of eight co-researchers 
recorded during twelve monthly meetings, 

" fourteen group interviews and seventeen individual interviews with people from 
target settings in the Sault Ste. Marie area as well as written questionnaires 
completed by most of those interviewed as groups or individually, 

" newspaper, radio and television coverage, 
" results of a question about spillover in the 1998 union surveya9, 
" lead researcher's observations of community events, such as Sault Ste. Marie's 

Homecoming, 1998. 

E. This Report: 

This report includes only evidence of spillover that was verified by several 
sources as being attributable to the changes at Algoma Steel (AS). It includes types of 
spillover which were reported in diverse settings and examples which, if not identified 
in several places, have been questioned and challenged by the research participants and 
other persons who might have contrary explanations. As a result of this process many 
of the examples given by interviewees that were either disconfirmed or not 
confirmed have been put aside and not included in the findings. 

The report is organized under three sections: 

" Forms of spillover 
" Characteristics of spillover (or How spillover has evolved) 
" Ways in which spillover could be enhanced 

F. Forms of positive spillover identified in the research: 

While examples were given of negative spillover effects5° (such as feelings of 
stress, frustration, fatigue and burnout as a result of the struggles involved with 
changin the culture and relations in Algoma Steel), there was a wide range of 
positive 1 effects identified. 

48 Her role in the research comprises part of the requirements for the Ph. D. programme at the School for 
Policy Studies, University of Bristol, UK. 
49 The question added was #43: "Has the soft-skills training you received at Algoma (for example 
problem solving and team building skills) been useful to you outside of Algoma, at home or in the 
community? " 
50 See Section G: Characteristics of spillover (or How spillover has evolved) 
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To report the observations of spillover they are grouped in three categories: 

F. 1. spillover of changes in ownership 
F. 2. spillover of changes in decision-making 
F. 3. spillover in changes of work 

F. 1 Spillover of changes in ownership 

(a) Economic spillover 

One of the most commonly reported observations of spillover of the worker 
buyout is the obviously positive effect on the local economy. Many residents of Sault 
Ste. Marie and district are aware of the fact that the joint-process is responsible for the 
survival of Algoma Steel as it exists today and therefore the survival of Sault Ste. Marie 
at its present size. Although some say that a private purchaser may have bought the 
steel plant, most realize that the result would have been a workplace with a dramatically 
smaller number of employees. Many of those interviewed are well aware of the 
employment multiplier effect of the Sault's largest employer in the form of sustaining 
other jobs in the city and district. In a 1996 publication Williams and You found the 
Algoma Steel employment multiplier in Sault Ste. Marie to be 2.1.52 

Clearly there are countless benefits for individuals and their communities when 
employment levels are high. Extensive research has shown the relationship between 
being employed and being physically and psychologically healthy. 53 

(b) Spillover of ownership structure 

" Majority employee ownership, accompanied by a significant governance role for the 
union, makes Algoma Steel a very unusual large North American industrial 
corporation. The unique ownership structure has caught the attention of academics, 
researchers, business administrators, human resource professionals and unions 
nationally and internationally. Representatives from Algoma Steel and USWA 
have been invited to speak at meetings and conferences in other parts of Canada, 
England, United States, Hungary, Italy, and South America. Accounts have been 
written by authors and journalists from several countries. The following are 
illustrations of the ways Algoma Steel is serving as an example of the fact that 

"The lead researcher's value assumptions determine what is considered to be positive for the purposes of 
this research. Her value assumptions are that it is desirable to increase the degree of democracy and 
social, economic and political equality in all social relations, i. e. both inside and outside the workplace. 

52 Williams, T. L. and You, J. (1996) Employment Multipliers in Northern Ontario Cities: Sault Ste. 
Marie, Sudbury and Thunder Bay. Research Report 96-1, Centre for Northern Ontario Development 
Studies, Algoma University College. 

53 Ontario Premier's Council on health Strategy, Nurturing Health: A Framework on the Determinants of 
Health. Toronto: 1991 and Robert L. Jin, Chandrakant P. Shah, and Tomislav J. Svoboda, ̀ The Impact of 
Unemployment on I lealth: A review of the Evidence', Canadian Medical Association Journal 153,5 (1 
Sept. 1995): 529-40. 
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alternative economic ownership arrangements are possible---alternative to the dominant 
corporate ownership structure: 

1. In books about economic alternatives, two Canadian academics have given a 
very prominent position to the uniqueness of the Algoma ownership model in 
the Canadian economic landscape. 

Quarter (1995) selects Algoma Steel as one of the five case studies that form the 
basis of his book about unionized employee ownership and investment funds 
Crossing the Line. He outlines the unique features of the Algoma buyout: 

With nearly 6,000 employees in 1992, it became the largest worker 
buyout in this country. Algoma was not just any company. It was 
Canada's third largest steel maker, and one with a long 
history.... The circumstances surrounding the buyout of the company 
in 1992 also added to its uniqueness. ... Although buyouts in 
unionized companies typically involve a level of support from the 
locals, it is usually the case that management takes the lead in 
organizing the buyout with the co-operation of the union. At 
Algoma, by contrast, the roles were reversed and the initiative came 
from the union, with management in a secondary role. Therefore, 
Algoma was a classic example of labour entrepreneurship, with the 
national office of the Steelworkers serving the entrepreneurial role 
on behalf of its members. In contrast to the typical entrepreneur, the 
primary objective of the union was not to make money for investors, 
although this would happen if the buyout were to succeed, but rather 
to sustain jobs for its members. (p. 106-107) 

Similarly, MacLeod (1997), in From Mondragon to America, selects Algoma 
Steel as one of five examples of alternative financial initiatives in North 
America: 

... a plan was worked out for what was to be the biggest worker buy- 
out in Canada. ... Outside of Quebec this is the only worker- 
shareholder cooperative in Canada.... The Cooperative structure 
and the labour union structure are closely intertwined, with the 
national president of the International Steelworkers Union, or his 
delegate, serving automatically as chairperson of the cooperative. 
Through this complex structure the workers are guaranteed a real 
role in the operation of the company. (p. 123-124) 

2. The Algoma model has also been used in videos exposing more democratic 
ownership structures. 

3. In November, 1998 in Sault Ste. Marie, during public presentations about 
"Globalization and Sault Ste. Marie", former Premier of Ontario, Bob Rae and 
United Steelworkers of America (USWA) International Secretary-Treasurer, 
Leo Gerard used the Algoma model as the primary example of how local 
communities can gain some control of their local economies. 
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The "ownership" aspect of collective ownership has been spilling into the 
community organizations by increasing workers' equity through rights to 
entitlement. Several organizations which had previously solicited Algoma Steel 
"company" representation, in the form of management delegates, now have to 
include union representation as well. The requirements that the joint-process sets 
for equal representation results in unionized employees sharing some of the 
community organizational power. In a small way this is a move in the direction of a 
more equitable distribution of community power. Some working class people are 
now sitting on, or having a say about, those selected for boards and councils that are 
overwhelmingly composed of those in more powerful locations within society's 
power structures. 

Algoma Steel used to be represented on the Chamber of Commerce solely by 
management. When the joint process was established in 1992, the new Algoma 
decided to suspend its representation on the Chamber since that form of 
representation would not be consistent with collective ownership. In 1998 Algoma 
decided to rejoin the Chamber by having joint management-union representation. 
Paul Finley, Vice President for Finance, is the management representative and 
Denis Desjardins, Union Co-ordinator, USWA, is the union representative. 

The union is now represented on other committees or organizations involving 
relations between the company and the community. Three examples are the 
Multimodal Committee, the Algoma Steel Property Committee and the Wawa 
Adjustment Committee. USWA is represented by Denis Desjardins on all three. 
The Multimodal Committee was set up to investigate the feasibility of establishing 
a multimodal transportation facility in Sault Ste. Marie. Having union 
representation on that committee ensures union involvement in an aspect of 
municipal affairs. This is an example of a new opportunity for labour to have a role 
that it would not have had previously. Similarly, Desjardins is on the Algoma 
Property Committee which considers whether any land owned by Algoma Steel 
should be made available for economic development purposes. Thirdly, he sits on 
the Wawa Adjustment Committee representing Algoma Steel along with 
management representation in the corporation's meetings with government 
departments to find ways of alleviating the economic and social consequences for 
Wawa of the closure of Algoma Ore Division. 

The committee which organized the first Sault Ste. Marie Homecoming in 1998 
asked for both management and union representatives from Algoma Steel to be 
involved in planning that ten-day event. 

These are examples of areas of community affairs and decision-making in which 
the union would not have been involved before the employee buyout. 

" Many of the friends and family members of steelworkers questioned in different 
contexts found that the steelworkers they knew were proud to be employee-owners. 
One person said that AS employees with whom he plays hockey think of Algoma 
Steel as not just "the plant" now that they own shares in it. They see themselves as 
having a vested interest in it now that they are owners. 
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" An important spillover effect is the precedent-setting role of the legal changes which 
had to be made by both the provincial and federal governments in order to make the 
employee ownership possible. The special legal measures that had to be taken at the 
cabinet level dramatically illustrate the dearth of legal and policy provisions 
allowing employee buyouts and ownerships to take place. 

" The creation of the First Ontario Fund can also be seen as a spillover effect of the 
Algoma buyout. When the plans were being made for employee ownership of 
Algoma Steel there was no capital fund in Ontario that could be used for workers to 
buy their companies. The Algoma experience drew attention to that need and 
contributed to the establishment of the First Ontario Fund. It has provided capital 
funds for several worker buyouts since that time. 

(c) Spillover of new values of collectivism/co-operation/ working together for the 
common good versus individualism 

In 1991, the steelworkers decided to collectively buy shares in their workplace 
so that they would collectively own 60% of Algoma Steel. In a society in which 
individual private ownership is the dominant form of ownership of productive property, 
this co-operative venture flies in the face of mainstream values. The research identified 
ways in which some employees seem to be placing increased value on collectivist ways 
of meeting their needs outside of work as well. 

An example was given of employees in a department putting considerable effort 
into organizing a benefit evening to raise money to help defray costs being incurred by 
a tragically ill co-worker. That department had never undertaken a collective project 
outside the workplace before. 

Overall the perception of many people interviewed is that there has been an 
increase in AS employees being involved in voluntary community work. The examples 
given include Youthope, sports coaching, service clubs, churches, Boy Scouts, parents' 
councils at local schools and serving on boards. In the case of Youthope, there has 
been a large increase in the number of steelworkers who are now volunteering, taking 
on all kinds of roles in fund-raising, training, recruiting and public speaking. 

As a result of taking part in the collective effort of saving Algoma Steel some 
workers have become involved in the union for the first time or have become more 
active in it. One put it this way: 

I got involved with the union; I started going to union meetings. That was 
something I never did before. And I'd sit and listen and I felt that we were 
participating and I felt that the union had some responsibility to the welfare 
of the company, that we did have a voice, that I was a part of that voice, 
being one person of many in a relationship. 

One of the co-researchers pointed out that the voluntary participation in this 
participatory action research itself testifies to the fact that there are AS employees who 
care enough about the collective project of the New Algoma and its possible benefits in 
the community to take the time to meet, observe, reflect and plan the research process. 
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F. 2 Spillover of changes in decision-making 

Observations were made of spillover effects of the changed decision-making 
structure and processes: 

" In 1995, the United Steelworkers of America and Algoma Steel Inc. held a 
conference attended by other businesses and workplace organizations for the 
purpose of explaining the new decision-making process at Algoma Steel. More than 
225 workers and managers from 110 North American companies and organizations 
attended the conference, entitled "The Changing Workplace: A New Frontier". One 
of the goals was to encourage the spread of worker participation in decision-making, 
problem solving and self-directed work groups. 

St. Mary's by the Rapids---an institute for workplace redesign---was set up as a 
result of many requests from companies and organizations interested in the change 
process underway at Algoma. "The Union believed that an opportunity existed to 
package the knowledge from Algoma and offer it to other companies and 
organizations that. .. seek knowledge regarding industrial and organizational 
workplace change. " (Chairman's Executive summary, St. Mary's by the Rapids 
Planning Committee Agreement, 1995) 

The example of having the union "at the table" when important decisions are made 
at Algoma Steel, was used by steelworker Dan Lewis during a presentation at City 
Hall on September 8,1997. As president of Sault and District Labour Council, he 
asked Council to take a stand against the changes being made to the Ontario labour 
legislation. Ile said that the government was legislating away union rights to make 
it easier to restructure services such as health, education and social services. He 
contrasted this attempt to dramatically reduce labour's say in restructuring to the 
restructuring at Algoma Steel which was done with labour "at the table", not 
excluded from the process. 

In a group interview, someone from another workplace who attends meetings of the 
Industrial Accident and Prevention Association (IAPA) and the Workplace Safety 
and Insurance Board (WSIB) observed that ASI unionized employees have been 
making more presentations at courses and conferences held by the IAPA and WSIB. 
Previously it was more likely to be management personnel making the 
presentations. 

I've actually been involved where there has been a supervisor and a line 
worker, sharing the presentation at the health and safety presentation from 
Algoma's perspective. Here's what we're doing with safety, here's what our 
records are; and, they spell off each other sharing the presentation. To me, 
that's representative of what has gone on there. Again the sharing type. 

The approach being taken by an Algoma Steel middle management employee (local 
2724 member) who is serving as a volunteer on an important municipal planning 
body is a clear example of spillover of new ways of arriving at decisions through 
consensus rather than through an adversarial approach. In his voluntary planning 
work he has been using the consensus-based model for decision-making with which 
he has developed experience in the joint process at work. He describes it this way: 
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I will try to avoid having something brought to a vote if I sense that 
there isn't a very good consensus, even if it's just a small pool of people 
who feel very strongly against it. I would rather have a discussion 
about whether there is another alternative that we can all live with and 
all feel good about, rather than this alternative where some of us feel 
OK with it, but some of us feel very poorly about it. 

He sees this approach as having come from the joint process which is a very 
different kind of participation than mere consultation. In his words: 

There's a significant difference between what we used as a 
participatory approach before and what is a joint process. Formerly, 
participatory was kind of like: I go and listen, then I go back and make 
the decision. Whereas the joint process says we make this decision 
together. We sit in a room and problem-solve. We make sure we 
understand what the problem is and then we start tossing around 
alternative options. We keep doing that until we come tip with an 
option that everyone thinks is a good solution. 

Of course, in all this, we have to keep a balance, and there are tines 
when the decision has to be made and ff we haven't found a consensus 
solution, then someone has to be given "permission" to make the 
decision and let us get on with our lives. 

" During some of the interviews, efforts to develop employee consultation at Soo 
Mill, G. P. Flakeboard and YMCA Employment Services were attributed to the 
influence of employee participation at Algoma Steel. 

When the Ontario government began a process of restructuring and downsizing the 
Ontario Lottery Corporation some of the employees looked to the, Algoma 
experience as a model to follow. This was reinforced by the USWA District 
Representative at the time, Steve Boniferro, who wrote a letter published as a guest 
editorial in The Sault This Week outlining the idea of using a joint-process model: 

One need not look far to find an example OLC should be following. 
Algoma Steel has an objective that allows success to be shared by all in 
the community. `Create as many jobs as possible within an economically 
viable company. ' It is only by carefully balancing the needs of 
employees and shareholders that one can truly create a first class 
organization. While the Algoma model has drawn attention from around 
the world and many companies are attempting to emulate its processes, 
OLC managers are busy reading books and developing plans on their 
own. Perhaps they should take a short drive down Queen Street to view 
a real life example of how change can take place without 
destroying people's lives or our community. A place where all 
employees, not a select few are encouraged to participate in creating 
their future. 

" The issue of workplace democracy received a great deal of attention when the 
readers of the Sault's daily newspaper followed an exchange of letters to the editor, 
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in the spring 1998, about the merits of employee participation in decision-making. 
This is an issue which receives little mainstream media coverage in North American 
society. Because the CEO of the city's major industry and most important place of 
employment, Sandy Adam, and a few Sault residents entered into a dialogue about 
worker participation, alternatives to hierarchical, authoritarian organizational 
processes were publicly presented. This kind of exposure to alternative ideas can be 
very educational and can increase the general consciousness of the populace. 

The joint decision-making process clearly spilled over into the community in the 
form of the response to steel dumping in 1998-1999. As Algoma Steel was being 
severely and detrimentally affected by the dumping of Asian and Russian steel both 
USWA and ASI decided to develop a joint response to the situation. Reminiscent of 
the formation of the Community Action Team in 1991, the union and company 
decided to involve the community in their joint response to the dumping by setting 
up the Save Steel and the Sault Committee. That committee contacted local 
organizations to help in the signing of a petition which called on the Canadian 
government "to apply Canadian trade law quickly and effectively to protect 
steelworker jobs against this blatantly unfair competition, and to implement any 
extraordinary measures available to Canada to deal with this unacceptable 
situation". Over 13,000 people signed the petition and a storefront was rented for a 
few days in the Station Mall (the main shopping centre) to inform community 
residents about the situation and to solicit their support in fighting back. 

F. 3 Spillover of changes in work: 

(a) Spillover of skills learned in the New Algoma 

Since the joint process began in 1991, many employees of Algoma Steel have 
received varying amounts of training in interpersonal or communication skills, meeting 
skills, conflict resolution, consensus-building, problem-solving processes and how to 
criticize in appropriate and constructive ways. There has also been training in computer 
skills and production skills such as electronics. Examples were given in very diverse 
settings, outside the workplace, of Algoma Steel employees making use of the various 
kinds of training. 

(i) Use of "soft skills" training was identified in the following community settings: 
sports and recreation, school councils (parents' groups), churches, voluntary service 
work, and in a local First Nation soft skill training has also been used in employees' 
family, personal and friendship relations. 

" In community settings: 

1. In a local soccer association ASI employees were observed to be using training 
from the Achieve programme about how to feel comfortable in meetings, how 

to participate more actively and effectively in meetings. The following 
quotation illustrates such use of training: 
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I notice that people who for a number of years always refused to be a 
part of committees, of task forces, are becoming more open to that and 
more participative in the process, and I think that most of it is 
background from work. Taking training sessions: ... personally it has 
helped me a lot to deal with people or to behave at meetings, how to 
participate in meetings, how to be active. At least in soccer I've noticed 
a big change in the people I know personally---salaried and non- 
salaried, 2251,2724. 

2. At meetings of the Industrial Accident and Prevention Association (IAPA) and 
the Workplace Safety and Insurance Board (WSIB) use of meeting and public 
presentation skills by AS employees was observed: 

(In IAPA and WSIB) Algoma people have been highly participatory 
and, again, more on the union side. To me, where in the past it wasn't 
necessarily a line worker that was up presenting at sonne of these 
courses, conferences, and so on. Now it's a mix. 

3. In his volunteer community work, a First Nations steelworker interviewed said 
that he makes use of meeting skills, for example being aware of the 
importance of setting and following an agenda. 

4. A member of a local congregation described the way in which an Algoma 
employee has been using meeting skills acquired at work in his role as 
member of her church board. On his suggestion the board was trying to follow 
the AS guidelines for conducting meetings, including the setting of time limits 
for various agenda items. 

5. Some employees are using conflict resolution skills---acquired through 
training and experience in the New Algoma---in community settings and in 
family and other personal relationships. A person involved in amateur sport 
describes ASI employees who have become more effective at conflict 
resolution in their role as volunteer coaches: 

From coaching I see people being more effective as coaches.... Parents 
get upset about how the coaches deal with the kids, and you see a 
steady decline of those types of complaints because people are more 
aware, people are better prepared to deal with other people. 

" In family and other personal relationships: 

Examples were given by steelworkers, family members, friends and counsellors of 
conflict resolution skills, problem solving skills and communications skills being 
used in employees' personal relationships. Communication skills include listening 
skills, trying to empathize and anger management. 

1. "Families have more meetings now! " was a comment made by one of the EAP 
referral agents . He elaborated as follows: 
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I think we are more open with our families about the status of the job, 
including where the money comes from; and, we allow our family 
members to voice their fears about it. 

According to some of the referral agents, people have learned to listen more 
since they now have to go to' meetings and because of the training in 
communication skills. They feel that they are now dealing in a more positive 
way with their families: 

It used to be the attitude that children are to be "seen and not heard". 
Now there's more of an attitude that kids are not just kids, that they 
have ideas, opinions and so on. Through training we have learned to 
respect other opinions. Their opinions are not just discounted 
arbitrarily. I think we carry that home. 

They said they felt that "increased communications is one of the biggest 
pluses": 

Families find out more about the situation. Nothing is hidden about 
what's happening at Algoma Steel. Before, the family was affected 
when there was a problem, but it was hidden. They were left feeling 
isolated. They were kept in the dark as to the cause and what led up to 
the problem. 

2. Use of problem solving, communication and conflict resolution skills in 
personal relationships was part of the findings from diverse settings and from 
the perspectives of family members, friends, co-workers, service providers as 
well as steelworkers themselves. A very clear example was given by a local 
social worker: 

The person was having a family problem, and... he was talking about the 
things he was learning at work.. how he had the opportunity to have 
some training. He just lit up when he talked about it, whereas he 
definitely wasn't lit up when we were talking about the problems he was 
experiencing. So when he lit up, I said "Tell me more about this. " And 
so he went into detail about the skills he was learning around problem 
solving and communication at work and working with a team. And so 
then I said to him, "Can we apply some of what you learned at work to 
this problem you are having at this time with your family? " And so we 
did. We looked at the family problems he was having and I said "How 
can you use what you learned in the course to solve this problem? " 
What had happened is he had learned a problem solving skill and we 
applied it to the communication process with this particular family 
member. 

During subsequent counselling sessions he reported that he used it with the 
family member and that it had gone really well. 

The same social worker described counselling another steelworker in 
which there were signs of spillover of an increased ability to analyze relationships: 
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I think about another situation where a man was using language that 
would not be typical of other men coming in, and when I explored it he 
told me that he had been in training. This man was entirely 
comfortable, uncharacteristically, entirely comfortable, using the 
language and talking to me about trying to communicate better with his 
family. What was curious about that situation was that I didn't get any ,. 

`. , sense, as with men often times you get a sense, that someone has put her 
foot down long and hard before they set foot in the office; and, I was 
getting the sense that this man was reading the situation early, that the 
reason for this man coming to my office was more preventive than 
trying to fix up an already very dim situation. 

... lots of times men come in when things are really in a bad way. 
Although women are more likely to come in the early stages, when the 
issues are breaking down, men come to counselling when the woman 
already has her bags packed and her hand on the door knob. With this 
man it was very different. I asked "What is it that your wife said or did 
that made you decide to come and see me? " And it wasn't initiated by 
her. 

One of the employees interviewed described how the training has helped 
him in relationships outside of work; 

At home with my kids, in my whole life with all the people I'm in contact 
with, training has helped with better listening skills, just understanding 
people better and being able to put myself into others' shoes, to have 
empathy. 

" Members of the executives of USWA locals 2251 and 2724 have used problem- 
solving and decision-making skills acquired in the New Algoma to guide them in 

, such processes as selecting representatives to committees. Selection criteria are 
developed and used in an effort to replace the more subjective and political 
approach that dominated such processes previously. 

" Members of the local pipefitters' union who are not employees of Algoma Steel but 
do contract work in the plant became aware of the new Algoma decision-making 
processes while working there. They have apparently adopted some of those 
decision-making processes within their own union. 

Having heard about training and skills being acquired by steelworkers that would be 
useful to their voluntary organizations, local service clubs have begun to recruit AS 
employees. 

According to the 1998 Algoma Union Survey 45.7% of the respondents have found 
the soft-skills training they received at Algoma (for example problem solving and 
team building skills) to be either useful or somewhat useful at home or in the 
community. 
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(ii) Technical training: 

" Employees have acquired computer skills both through courses provided by the 
training programme and through the opportunity for' employees to have and use 
email accounts at the plant. In many of the interviews people identified the fact that 
a family member or a participant in a community organization was teaching others 
in the family or community activity to use computers. They saw this as not only a 
valuable contribution being made to people outside ASI, but also as something 
enhancing the confidence of the employee. These are the kind of comments we 
heard: 

I have a brother who works at Algoma and he was offered the chance to 
obtain computer skills. He is the computer guru of our family now. If 
we have any problems we go' to him. He really utilizes it---not only in 
his personal life and on the job but also in his role at the District Labour 
Council. So it was really something that he was introduced to. Because 
in the ordinary course of his daily life, I don't think he would have. But 
he had a chance to learn these skills at work and stretch them outside 
and in the home. 

"A steelworker living in a local First Nation said that he has been wanting to apply 
training in hydraulics and computer usage and his experience in maintenance to 
develop preventive maintenance programmes and approaches on the reserve. 

" In a local church two Algoma workers who had previously never served on church 
committees before have joined the building committee. The church is benefiting 
from the technical training those people received though work. One of them has 
taken on the responsibility for heating. 

(b) Spillover of empowerment (greater confidence, pride, assertiveness) 

Various factors have contributed to many workers experiencing varying degrees 
of increased "empowerment". Observations were made of employees displaying more 
confidence, asserting themselves or feeling proud about being an Algoma Steel 
employee. It was felt by those interviewed that these changes could be a result of the 
employees having some say at work, learning to express ideas and concerns, acquiring 
new skills and knowledge, feeling they have a stake in the company as employee 
owners. 

One front line worker said he now has a lot more responsibility, doing things 
salaried people used to, such as signing for $10,000 work orders. As part of the 
planning for a new DSPC the decision was made to send a front line person to the 
United States to tour a plant whereas before it would have been just a salaried 
person making the trip. He was chosen as the hourly person. He said it impressed 
him that the company was now taking hourly workers' views and input into 
decision-making seriously enough to send him on the trip. While he had already 
been involved in the community, he said he now brings more confidence and skills 
to those community activities. 
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" Workers who have attended union functions out of town reported feeling very proud 
to be from Algoma Steel as a result of the buyout and the steps they are taking to 
increase workplace democracy. As one put it: 

We had some rough transition and fearful time. I was laid off. There were 
fearful times. I became involved. We were divided and we came together so 
we could be here today, and 1'm proud of it. 

" Another employee made this observation about workers in a self-directed work 
group taking so much pride in their changed work that they continue to meet 
together to discuss it outside the workplace: 

Have you seen how proud self-directed work group workers are? I've even 
seen them meeting together in restaurants outside of work since they are so 
interested in what's happening in their self-directed work group (SD IVG). 

9 Yet another worker expressed the feeling this way: 

Learning new skills and having a say in how things are being done at work 
gives you more pride in your career and in yourself as a person. Through 

restructuring I have obtained many training sessions including a college 
diploma. This has improved my life and self-esteem which I have passed on 
to others in my life. 

" Someone involved in local sport association has noticed that steelworkers have been 
displaying greater confidence in the way they participate as volunteers in that 
association. He made this comment: 

... some of these individuals were around for quite awhile and didn't want to 
participate at all, and now some of them are part of the process and very 
valuable people most of the time. Before, they were shy and acted as if there 
was a barrier. People were just too shy to venture into being actively 
involved in the association. 

" It is felt that some of the workers have become empowered to the point of feeling 
confident enough to voice their opinions at work and that they are carrying this 
increased confidence into their lives outside. One steelworker put it this way: 

We're starting to speak up formally; we're able to conduct ourselves in a 
group setting; and the spillover is obviously into the community where we're 
starting to object. Some of those objections, I would like to think, is part of 
why we have practically nine new people on City council. Things like that 
in the community have changed. The atmosphere has come out to the 
community. 

In a couple of the group interviews it was noted that a steelworker had been a 
candidate in the last municipal election. 

"A member of the local branch of Women of Steel (a women's caucus within 
USWA) thinks that the confidence gained through the increased participation and 
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training of workers at Algoma Steel has been an important factor in the increased 
participation of Algoma Steel female workers in Women of Steel. 

I think since the restructuring that women in Algoma Steel are also feeling 
that they can become more assertive and they're not willing to comply with 
the double standard anymore. People are asserting their rights. We women 
also have a voice that should be heard. I had an experience at work in 
1980 and chose not to do anything about it. The same situation happened a 
year ago and I chose to do something about it. Back in 19801 was more 
afraid of the repercussions that could happen whereas today I'm not afraid 
of the repercussions. 

She thinks that the increased assertiveness of women within the plant has helped 
develop Women of Steel---a caucus which also involves female steelworkers in 
workplaces other than Algoma Steel. 

" One of the forms of a feeling of increased empowerment that was described in 
several contexts is the increased confidence of the "lower status" employees in 
relating with "higher status" employees outside the workplace. Hourly workers who 
previously would not feel comfortable enough to say hello outside the plant to 
salaried employees with whom they interacted at work have since the joint-process 
found themselves saying hello to each other in the community. A few comments 
illustrate this change: 

The foremen are coming to our Christmas parties; they weren't before. The 
superintendents are coming to the Christmas parties; they weren't before. 
We get to meet their wives. That's different. 

Before, if you saw them downtown, you walked the other way. Now it is 
"Hi, how are you doing? " or "Sorry to hear your wife is sick. " or "Your 
kid graduated from college and got a scholarship. Congratulations! " 

The new structure has improved the communication and it's one of the 
biggest things that helped, and being able to see the person. Before you 
never saw the person; he was way up there, and now seeing them as 
someone you know. And people make mistakes. 

I've seen men and foremen go hunting together which was never done 
before. One has a camp and says "come on over". Where before it was: 
one lives in his house and you live in your house. 

(c) Spillover of new value of relational work/of the importance of relationships 
and the work that goes into building them 

As with the other forms of spillover, while there was not a majority, there was at 
least a clear minority of those questioned in all the settings who indicated they felt that 
AS employees were valuing relationship building to a greater extent in their lives 
outside of work. For some it takes the form of spending more time with their families 
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or making more effort to improve personal relationships (see example on page 13 about 
a steelworker who went to see a counsellor to discuss a relationship issue "at a very 

early stage"). One person interviewed described how a member of her extended family 

at , 
family functions used to sit in from of the television and not interact with other 

family members. Now she notices he is more actively involved. 

Some of the workers, having seen, the value of working together as a team at 
work, are trying to work as a team at home. One expressed it this way: 

... we work our problems out together; I take what she has to say, instead of just 
saying we have to do this. It's more teamwork. So teamwork carries on to the 
wife and we work together to solve our problems. 

G. Some of the characteristics of spillover identified 

" Definitely there 

In all of the settings in which the research was conducted there was some 
evidence54 of spillover having occurred since the joint process began. While perhaps 
not occurring in huge amounts, there are changes happening in employees' personal and 
community settings that are quite clearly associated with the transferring of ideas, 
concepts, experiences, skills that originated in the workplace to sites outside the 
workplace. While one might conclude that the amount of spillover is not significant, 
one may also conclude that given (a) the strength of the very different dominant culture 
(values, beliefs, ideas), behaviours and institutional arrangements (hierarchical 
decision-making organisational structures in education, health, religion, social agencies, 
businesses), and (b) the reality that the culture of AS is still at the beginning stages of 
transformation, the spillover that has happened testifies to the strength and 
transformative potential of the changes which have occurred in the New Algoma. 

9 Even `negative' spillover may be positive 

What was described as negative spillover by some who were questioned was 
described by others as evidence of positive spillover. The fact that some steelworkers 
are expressing, outside the workplace, feelings of frustration with the slow rate of 
cultural change and stress experienced in trying to effect change was seen by some as 
showing that those workers are grappling with the important issues of societal 
transformation. Instead of "parking their brains at the plant gates" and resigning 
themselves to a passive acceptance of rule from above, they are now expecting to be 
heard and are questioning and analyzing how the workplace could be functioning more 
effectively and humanely. A Sault resident who participated in one of the group 
interviews said that when he is with his friends from Algoma Steel at camp they talk 
more often about their workplace. He said that even though work at AS has replaced 
fishing as the main topic of conversation, he likes seeing how much thought they are 
putting into their experience. Even though they have expressed frustration with what is 
happening, he thinks that overall they are enlivened by the experience. It has definitely 
stimulated their thought processes and awareness. 

54 evidence which survived the disconfirming/confirming process referred to under E: This Report (p. 2) 
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In a similar vein, some people were concerned that spouses and parents are 
bringing home too much of their concern 'and anxiety about what it happening at work, 
while others see that increased analysis and awareness of work relations as being very 

educational and heightening the consciousness of family members. One employee who 
is very actively involved in the New Algoma gave this example: 

My daughter now wants to know what's going on at the plant. She's going 
to be going on a tour of it next week. I also took her over to the union hall 

so she knows what's going on there. So now these kids are starting to ask 
questions. What's going on? 

One employee pointed out that workers were previously not as likely to bring into the 
rest of their lives any discussion about work if the time spent there was routine, boring, 
with nothing new happening. When something different is happening a worker is more 
likely to take it into his or her life outside. 

9 The way in which spillover is occurring seems to be related to social class 

The most numerous examples of spillover involving front line workers are found 
in the places in which those employees would be expected to feel most comfortable--- 
the places where they have tended to be more present: in amateur sports, in their 
neighbourhoods, in their extended families. The exceptions are the labour 
representatives sitting as official representatives of Algoma Steel where only 
management representatives would have been previously and the informal interaction 
between employees of different status positions within the plant. By informal 
interaction we are referring to production workers and managers greeting each other on 
the street and attending some of the same social functions. 

According to the research group, one of the factors inhibiting spillover are the 
class-biased attitudes about steelworkers that are prevalent in the community and the 
broader society---the assumption that there is nothing to be learned from blue collar 
workers. In other words, when people in the community have certain expectations in 
relation to the abilities and dimensions of working class people they will not value and 
encourage those workers to play the kind of roles in the community that they have been 
learning to play in the workplace. There may still be an assumption that Algoma Steel 
workers work only with their bodies, not with their brains. 

The research group also observed that front-line working class spillover tends to 
be seen as individual, not viewed as an Algoma Steel spillover (except the union's 
involvement in the community); whereas, when there are senior managers involved in 
the community, for example serving on a board, that involvement is seen as Algoma 
Steel's involvement. 

" Spillover seems related to what the worker's experience is inside the workplace 

Although this cannot be causally proven, the findings indicate that spillover 
effects seem to come from employees who are more involved in the participation 
process. It also seems to be related to the general feeling of whether or not the joint- 
process is working, particularly whether or not it is working in the interest of the 
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workers. Some people interviewed saw, spillover as being related to the percentage of 
shares owned by the employees. The feelings of pride and confidence expressed 
outside the workplace seemed to have decreased since the employees now own less than 
30% of the shares. 

There are indications of spillover back into the workplace of values and skills 
of people who have positive relationships outside the workplace 

Examples were given of employees bringing to the team-building and relational 
work in the plant their positive experiences in personal and community relationships or 
involvement. It was noted that those who were used to consulting with their spouses 
and children or were caring for other relatives tended to be more cooperative and 
collaborative rather than highly individualistic in their working relationships. Similarly, 
those who do voluntary work in the community use the skills learned in those settings to 
the benefit of the workplace. 

", There is a possible overlap between the new values and approaches at Algoma 
Steel and the values and approaches of First Nations traditional culture (as 
opposed to the very strong individualism and authoritarianism of dominant 
North American culture) 

During the group interview held with Native steelworkers, the similarity of 
values being put forth in the, New Algoma and traditional Native cultural values was 
discussed. There was reflection about the irony that present-day residents of Sault Ste. 
Marie are "reinventing the wheel" in trying to develop more cooperative models of 
decision-making and ownership, often oblivious to the fact that the Ojibwe had already 
organized their economic activities cooperatively and owned economic resources 
collectively when they lived on the same site (the present Sault Ste. Marie) for 
thousands of years prior to the arrival of Europeans. 

" Possible reasons there has not been more spillover: 

If there is only a minority of the employees who are experiencing real 
participation in the joint process and taking the full amount of training 
available, that would logically affect the amount of spillover that can be 
expected. 

- There is still considerable scepticism about whether the joint process will be 
successful in the long run. This reduces enthusiasm for "spreading" the 
experience beyond Algoma Steel. 

The dominant values in all of our social institutions (educational institutions, 
churches, sports and recreation, the legal system etc. ) are still competition and 
individualism rather than cooperation and collectivism. Spillover is limited 
by the dominant social relations and values in the broader capitalist society. 
Where this seems to be different is in places where the worker-owned 
economic organizations are in the majority, e. g. Mondragon region of Spain, 
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Evangeline district of PEI, Saskatchewan and Manitoba wheat pool/coops 
sector, certain districts in Italy. 

Some people blame the joint process for problems really caused by broader 
structural factors in the economy. For example, during one of the group 
interviews the point was made that the joint process is sometimes being blamed 
for the stress workers are experiencing due to insecurity from steel markets, and 

the increased competitive pressures of the global economy. This reduces 
people's enthusiasm for the new values and the joint process and therefore their 
interest in having it "spill over". 

H. Possible ways in which spillover could be enhanced 

11.1. Conscious promotion of spillover 

Positive spillover can be enhanced when there is a more conscious awareness of 
the potential benefit outside Algoma Steel. This can be done by pointing out to people 
that positive experiences and skills learned from the joint-process within the workplace 
can benefit them, their families and community outside. This is illustrated by examples 
from the research: 

"A social worker who had been interviewed for this research on spillover called the 
researcher back a few days later to say that because the discussion about spillover 
during the interview had been on her mind, when she saw a new client from AS she 
decided to ask him to relate his experience at work to the conflict in his family. 

This time, instead of going so deeply into the family stuff, I said "Just 
tell me what's going on at work. " He was not forthcoming about what 
was happening at work. I had to ask a lot of different questions about 
work. But he told me that he was working in a self-directed group. So 
I said, "How does that work? " He told me that there were regular 
meetings... and that everyone had an opportunity to speak, that everyone 
was heard. So I said, "Now what happens if there is conflict? " Now I 
was thinking about the conflict at home. And he said, when there's 
conflict we just keep talking. And so that was one thing that was useful 
for me to know. The second... was about how people treat each other--- 
particularly in the area of respect. He was very specific about the 
respect being different now and that the supervisors, for example, were 
encouraging that your opinion was asked for, you were listened to, then 
you were trusted to do your job. He saw this as different than how it 
used to be. And so I asked him, "Now how can we apply this at 
home? "... The only reason I asked him was because of our conversation 
last week when you interviewed me about spillover. 

" The person who had attended the 1995 conference, "The Changing Workplace: A 
New Frontier" organized by USWA and ASI, said that conference had made her 
conscious of the possible spillovers from the Algoma experience. As a result she 
has been more conscious of examples of it that she has observed since that time. 
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Many of the people interviewed for this research said that they had not thought 
about the concept of spillover effects from inside workplaces to the outside world, 
but the interviewing had made them conscious of it. Some spoke about observations 
they had made following the interviews. 

"- One way of consciously promoting spillover would be to present the findings of 
this study to the USWA locals 2251 and 2724, to Labour Council, to the EAP 
referral agents; to the Stand Up for Steel and the Sault Committee; to Building an 

Extraordinary Community (BEC); to the United Way; to the Chamber of 
Commerce. 

": In consciously promoting spillover, it seems logical to build on the spillover that 
has already been happening---in the places where it has already been identified. For 
example, EAP could give workshops for families about how to support people 
through workplace change and how to use training for family issues. A pamphlet or 
video for use on Channel 10 or to show to social workers, counsellors, church 
groups, about the use of spillover in family and personal relationships. When asked 
how spillover could be enhanced, one employee suggested using channel 10 (TV 
community channel) the way that the EAP programme used it to reach retired 
employees to let them know they can receive counselling through EAP. That 
programme also made a promotional video that they played in different parts of the 
plant. He suggested that that would be another means of informing employees of 
the valuable spillover effects which can take place from the experience, skills and 
training acquired in the New Algoma. 

H. 2 More training and intensification of the democratic transformation 

Since those who have experienced the new decision-making process most and/or 
have had considerable soft-skills training seem more likely to be using these 
experiences and skills outside the workplace, having more training on an on-going 
basis and intensification of the democratization of the workplace were identified in the 
interviews as ways to enhance spillover. 

H. 3 Increased percentage of employee ownership 

Some of those interviewed commented that the spillover of increased feelings of 
pride and confidence that comes from being employee-owners has decreased as the 
percentage of shares owned by employees decreased. Those people thought that 
increasing the percentage would help enhance that spillover effect. 

H. 4 Use of informal social networks 

Since informal social networks are the ways in which a great deal of spillover 
has already occurred, such networks are a potential way in which spillover could be 
more consciously promoted and thus enhanced. 

For example, steelworkers of Aboriginal origin and non-British European 
immigrant origin are often part of particularly strong networks based on their cultural 

287 



identities. Such networks should be helpful in efforts to detect and enhance spillover 
and to support and reinforce the new values at Algoma Steel. 

11.5 A network of more democratic workplaces 

A suggestion made during the research process was to organize a network (local, 
national and international) of more democratic workplaces and those ý interested in 
promoting them. A network of local coops and worker-owned enterprises could help 
reinforce the alternative values and approaches to the dominant ones referred to in 
section G: Some of the Characteristics of Spillover. Such a network could include 

Northern Breweries, St. Mary's Paper, ASCU, Northern Credit Union, the Coop Store 
in Echo Bay, Group Health Centre. A network could enhance spillover in and out of the 
plant, thereby reinforcing the new values both inside and outside the workplace. 

11.6 An expanded role for the Stand Up for Steel and the Sault Committee 

The purpose of the Stand Up for Steel and the Sault Committee could be 
expanded beyond the dumping issue to building a general community support for the 
New Algoma. Through such a committee the community could learn about the 
additional benefits from the joint process, develop community support for the new 
values and approaches and in turn reinforce the new values by spilling them back into 
the plant. In places such as Mondragon and the Evangeline district of PEI where 
cooperative enterprises have been so successful, community support for and 
reinforcement of cooperative, democratic values and approaches have been found to be 
a crucial factor in sustaining those values and approaches inside the workplace. 

I. Acknowledgements 

We express our appreciation to Denis Desjardins for seeking permission for this 
research to be conducted, to various members of USWA (including District 6 staff and 
executive members of Locals 2251 and 2724) for their assistance, to the Training Centre 
staff for use of meeting rooms. 

Linda Gordon particularly wishes to thank the eight participant researchers with 
whom she worked for all the voluntary time, critical analysis and effort they contributed 
to all phases of this participatory action research project, including its design, 
implementation and analysis. 

288 



APPENDIX C 

EPILOGUE 

A year after the completion of the spillover research project, I am still in contact with 
several of the co-researchers. They have suggested that I write this epilogue to the 
research report in order to point out that the findings were a snap shot (taken during the 
course of the research: primarily from September, 1997 to April 1999) of the 
consequences of the early period of the New Algoma. The findings represent the 
spilling over of the changes in the plant primarily from 1992 to about 1996. 

While the employees who contributed to this research (both the co-researchers and the 
wider group of employees questioned through group and individual interviews) 
provided many examples of spillover, they seemed well aware of the unfinished 
character of both the project of transforming the workplace and the spillover of those 
transforming aspects. They constantly expressed their concerns about the dilution of 
the process and the factors that were holding it back. They were very much aware of 
the difference between the rhetoric (how things were supposed to be happening) and 
actuality (what was really happening). They were very aware of the continued power 
differentials, of the ongoing conflicts of interest and social divisions that continued to 
characterize the New Algoma. Their concern was heartfelt. They seemed to 
earnestly hope that it could be made to work. But until they felt more certain about 
how it was going to turn out, they were hesitant to extol its benefits. During the 
timespan in which the research was conducted the democratizing process was reported 
to be increasingly undermined and the enthusiasm about the spillover effects 
simultaneously decreased. 

Because of the very broad range of positive spillover effects it identified, this research 
has reinforced the belief of all of us that authentic workplace democracy can produce 
immeasurable benefits for life both inside and outside the workplace. 

Linda Gordon 
March, 2000 
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APPENDIX D: INDIVIDUAL QUESTIONNAIRES 

RESEARCH PROJECT: SPILLOVER EFFECTS OF THE CHANGES AT 
ALGOMA STEEL 

The attached questionnaire is being used as part of a research project that is being 
conducted by a group of Algoma Steel employees and Linda Gordon, a postgraduate 
student at the University of Bristol, England. Thank you for your willingness to 
participate in this research project. Your input is very much appreciated. 

Your participation in filling out this questionnaire is entirely voluntary. You are free to 
refuse to answer any question. We are not asking you to write your name on the 
questionnaire. Excerpts from comments on the questionnaires or from the group 
'discussion may be made part of the final research report, but under no circumstances 
will your name or identifying characteristics be included in the report. 

GOAL OF THE RESEARCH: 

In 1992 Algoma Steel Inc. became an employee-owned enterprise in which the 
management and the union agreed that they would embark on a joint decision-making 
process. This research is trying to identify to what extent the changed relationships, 
new experience and skills learned inside Algoma Steel have affected individuals, 
families and communities outside the plant. In other words, how have the changes at 
Algoma Steel "spilled over" into life outside the plant? 

Since 1992 a large number of people at Algoma Steel have learned meeting skills, been 
exposed to the process of setting and following agendas, how to deal with 
disagreements and conflicts, how to express opposing views, how to reach consensus 
and generally how to work in teams. Have you noticed any differences as a result of 
all this? To provide some answers to this question we ask you to please fill out the 
attached questionnaire. 
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QUESTIONNAIRE 

1. In your family or other families in which one of the family members is an 
employee of Algoma Steel, since the joint process began at Algoma Steel, 

is the steelworker having a more positive effect? Yes No Don't know 
Example(s): 

is the steelworker making use of training or 
skills learned in the new Algoma? Yes No Don't know_ 

Example(s): 

is the steelworker taking more interest in 
family relationships? Yes No Don't know_ 

Example(s): 

is the steelworker trying to resolve conflicts 
in a better way? Yes No Don't know 

Example(s): 

is the steelworker more involved in family life? Yes-No-Don't know 
Example(s): 

feeling prouder about being an Algoma 
Steel employee? Yes No Don't know 

Example(s): 

Additional C omments: 

2. In the community have you found that steelworkers are 

more involved in community projects and/or 
community organizations? Yes No Don't know 

Example(s): 
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taking part more in meetings and/or courses 
discussions? Yes 

-No 
Don't know- 

Example(s): 

using skills or training learned at work Yes No Don't know- 
(e. g. meeting skills, conflict resolution, 
team-building skills)? 

Example(s): 

feeling prouder about being Algoma Steel 
employees? Yes-No-Don't know- 

Example(s): 

acting with more confidence? Yes_No_Don't know- 
Example(s): 

Additional comments: 
Example(s): 

3. Employees, supervisors and managers at Algoma Steel have gone from a 
traditional structure to a joint decision-making process. Can you think of ways 
in which the joint decision-making process at Algoma Steel has been used as a 
suggested example for other organizations to use? 

4. Overall, do you think "spillover" from the new Algoma Steel has been positive 
or negative? Positive Negative 
If you wish, please omment: 

5. If you think that there has been little or no spillover, why do you think that 
is? 

294 



6. Has the discussion in this group interview made you more aware of the kinds of 
spillover outside Algoma Steel which could result from the workplace changes 
in the New Algoma? 

Yes No 
If yes, please give an example or examples of how it made you more 
aware: 

7. What could be one to make spillover happen more? 

8 Do you have any additional comments to make?, 

Thank you very much for taking the time to answer this questionnaire. 

If you would like to know more about this project, or if you would be interested in 
participating in it, please feel free to contact: 
Linda Gordon at 949-2301 ext. 269 or email: ordonntbird. aue. on. ca 
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APPENDIX E 

SUGGESTED QUESTIONS TO ASK IN GROUP INTERVIEWS: 

The joint process at Algoma Steel was undertaken by all the players for the 
common good of all the employees. Have you noticed a greater involvement 
outside the plant of steelworkers in community projects? 

Yes No 

If yes, please give an example or examples. 

2. Since the joint process at Algoma Steel, the plan has been for steelworkers to 
have a greater say in decision-making in the workplace. Are you aware of 
steelworkers taking part more in meetings and activities of community 
organizations or in courses? 
Yes No 

If yes, please give examples. 

3. Steelworkers are being trained in meeting skills, interpersonal relations, 
problem-solving and decision-making skills and computer skills. Arc you aware 
of anyone making use of training or skills learned in the new Algoma in their 
lives outside the plant? 

In their families or other personal relationships: 
Yes No 

Which skills? 

In community organizations or courses: 
Yes No 

Which skills? 

4. Compared with before the employee buyout and joint-process at Algoma Steel 
have you noticed any changes in the way Algoma Steel employees function in 
their families? 

Yes No 

If yes, please describe how. 

5. Do you find that steelworkers are feeling prouder about being Algoma Steel 
employees? 

Yes No 
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6. Do you find that steelworkers are acting with more confidence? 

Yes No 

7. Employees, supervisors and managers at Algoma Steel have gone from a 
traditional structure to a joint decision-making process. Can you think of ways 
in which the joint decision-making process at Algoma Steel has been used as a 
suggested example for other organizations to use? 

8. Overall, do you think "spillover" from the new Algoma Steel has been positive 
or negative? 

Positive Negative 

Please comment. 

9. If you think there has been little or no spillover, why do you think that is? 

10. Has this discussion made you more aware of the kinds of spillover outside 
Algoma Steel which could result from the workplace changes in the New 
Algoma? 

If yes, please give an example or examples of how it made you more aware. 

11. What could be done to increase spillover effects? 

12. Do you have any additional comments to make? 

Thank you very much for participating in this group interview. 
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