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iv. 

SUMMARY 

This survey covers industrial relations policies and structure and 

degree of participation in industrial relations processes in 264 

companies in the Transvaal in 1983. It compares the situation in 1983 

with that as derived from a previous survey in 1980. 

Compared with 1980, considerably more of the respondents have formal 

industrial relations policies and structures and more responsibility 

for industrial relations has been given to personnel departments. 

Training is still being given chiefly to industrial relations 

specialists and the greatest perceived need is still for the training 

of non-specialists. The degree of employee representative 

participation in industrial relations processes has increased markedly 

but is still limited. 



v. 

OPSOMMING 

Hierdie opname dek arbeidsverhoudingsbeleid en -struktuur, die 

opleidingsbehoeftes en graad van deelname aan arbeidsverhoudings in 

264 maatskappye in die Transvaal in 1983. Die situasie in 1983 is 

vergelyk met die wat vasgestel is deur die opname van 1980. 

Vergelyk met 1980 het heelwat meer van die respondente 'n formele 

arbeidsverhoudingsbeleid en meer verantwoordelikheid vir 

arbeidsverhoudinge is aan personeel afdelings toegeken. Opleiding is 

nag meestal aan arbeidsverhoudingspesialiste gegee en die grootste 

behoefte is aan opleiding vir nie-spesialiste. Die graad van deelname 

van werknemersverteenwoordigers aan arbeidsverhoudingsprosesse het 

heelwat toegeneem maar is nag beperk. 



vi. 

LIST OF TERMS 

Definitions of technical terms used in this report can be found on 

page viii of the 1980 report (PERS 322: A Survey of Industrial 

Relations in the Transvaal). 

The only difference is that B/C/A, meaning Blacks, Coloureds and 

Asians, is used throughout this report in place of "Black" which was 

used in that sense in the 1980 Report. 



1 • 

2. 

2. 1 

2. 2 

2. 2. 1  

2. 2. 2 

2. 3 

2. 3. 1 

2. 3. 1. 1 

2. 3. 1. 2 

2. 3. 1. 3 

2. 3. 1. 4 

2. 3. 1. 5 

2. 4 

2. 4. 1 

2. 4. 2 

2. 4. 2. 1  

2.4.2.2 
2. 4. 2. 3  

2. 4. 2. 4 

2. 4. 2. 5  

2. 5 

INTRODUCTION 

METHODOLOGY 
Aims of the Survey 

Procedure 

vii 

CONTENTS 

The population surveyed 

Collection of information 

The questionnaire 

The structure of the questionnaire 

Particulars of the establishment 

Industrial relations policy 

General industrial relations processes 

Industrial relations training 

General comments 

The respondents 

The response 

Description of the responding group 

Total number of employees 

Employees by race 

Proportion of B/C/A employees 

Economic sector 

Head office and subsidiaries 

Statistical analysis 

Page no 

1 

2 

2 

4 

5 

5 

5 

6 

6 

6 

6 

7 

7 

7 

10 

10 

12 
12 

16 

17 

22 



viii 

CONTENTS Page No 

3. 

3. 1 

3. 1 • 1 

3. 1. 2 

3 . 1. 3 

3 . 1. 4 

3. 1. 5 

3 . 1. 6 

3. 1. 7 

3. 1. 8 

3. 2 

3 .-2 . 1  

3. 2. 2 

3. 2. 3 

RESULTS 

Industrial relations policy 

The existence of a formal industrial relations policy 

Strike or stoppage handling 

Communicating industrial relations policies to 

employees 

Coverage by industry-wide settlements 

Contact with trade unions 

Internal employee representative committees 

Outside sources of assistance with industrial 

relations functions 

The formalising of industrial relations policies 

Industrial relations processes 

Industrial relations procedures 

Traditional personnel procedures 

General policy 

3. 3 Status and structure of the industrial relations 

function 

3. 4 

3. 4. 1 

3. 4. 1. 1  

3. 4. 1. 2  

3. 4. 1. 3 

3. 4. 2 

3. 5 

Industrial relations training 

Industrial relations training given and required 

Training of specialists 

Training of non-specialists 

Training of employee representatives 

Sources of industrial relations training 

Future development 

22 

22 

22 

24 

25 

26 

27 

29 

29 

31 

35 

35 

38 

41 

44 

47 

47 

49 

49 

49 

52 

54 



ix 

CONTENTS Page No 

4. SUMMING UP 

APPENDICES 

Appendix A The Survey questionnaire and accompanying letter 

Appendix B Suggested revision of questionnaire for subsequent 

surveys 

55 



X 

LIST OF TABLES 

Page No. 

2. 4. 1. 1  

2. 4. 1. 2 

2. 4. 1. 3  

2. 4. 2. 4  

Revised population, number of returns and 

response rate 

Overlap between 1980 and 1983 surveys: numbers 

Overlap between 1980 and 1983 surveys: percentages 

Responding establishments by economic sector 

2. 4. 2. 5. 1  Distribution of respondents according to head office, 

subsidiary or independent establishment 

2. 4. 2. 5. 2  Degree of control exerted by head offices over 

subsidiaries, reported by head offices 

2. 4. 2. 5. 3  Head office policy on intervention during a strike, 

reported by head offices 

2. 4. 2. 5. 4  Degree of control exerted by head offices over 

subsidiaries, reported by subsidiaries 

2. 4. 2. 5. 5  Head office policy on intervention during a strike, 

reported by subsidiaries 

3. 1 • 1 

3. 1 • 2 

3. 1 • 3 

3. 1. 4 

3. 1 • 5 

3. 1. 7 

3. 1. 8. 1  

3. 1. 8. 2  

3. 2. 1. 1 

3. 2. 1. 2 

3. 2. 2. 1 

3. 2. 2. 2 

Establishments with formal industrial relations 

policies 

Plans for handling strikes or work stoppages 

Communicating industrial relations policies to employees 

Establishments covered by industry-wide settlements 

Contact with trade unions 

Use of outside assistance in developing industrial 

relations functions 

Formal policies in 21 fields and their applicability 

to racial groups - numbers of establishments 

Formal policies in 21 fields and their applicability 

to racial groups - percentages of establishments 

Decision-making and advisory roles in industrial 

relation procedures - numbers of establishments 

Decision-making and advisory roles in industrial 

relation procedures - percentages of establishments 

Decision-making and advisory roles in traditional 

personnel procedures - numbers of establishments 

Decision-making and advisory roles in traditional 

8 

9 

9 

16 

17 

18 

19 

20 

21 

23 

24 

25 

26 

28 

30 

33 

34 

36 

37 

39 

personnel procedures - percentages of establishments 40 



xi 

LIST OF TABLES 

3. 2. 3. 1  

3. 2. 3. 2 

3. 3. 1 

3. 3. 2 

3. 3. 3 

3. 3. 4 

3. 4. 1. 1  

3. 4. 1. 2 

3. 4. 1. 3  

3. 4. 1. 4 

3. 4. 2. 1  

3. 4. 2. 1  

3. 5. 1 

Decision-making and advisory roles in general 

policy decisions - numbers of establishments 

Decision-making and advisory roles in general 

policy decisions - percentages of establishments 

Status of the industrial relations function 

Level to which industrial relations staff report 

Size of industrial relations staffs 

Handling of industrial relations functions 

Training of industrial relations specialist in 

establishments with staff specifically responsible 

for industrial relations 

Training of non-specialists and employee represen­

tatives in all establishments 

Industrial relations training given and required -

numbers of establishments 

Industrial relations training given and required -

percentages of establishments 

Perception of training sources - numbers of 

establishments 

Perception of training sources - percentages of 

establishments 

Plans for developing the IR function 

Page No 

42  

43 

44 

45 

45 

46 

48 

48 

50 

5 1  

5 2  

53  

54 



2. 1 

2.2 

xii 

LIST OF FIGURES 

Histogram: Distributions of total labour force 

of respondents; 1980, 1983 

Histogram: Distributions of the White labour force 

of respondents; 1980, 1983 

2. 3 Histogram: Distributions of the B/C/A labour force of 

respondents; 1980, 1983 

2. 4 Histogram: Distributions of respondents by percentage of 

B/C/A employees 

Page No 

11 

13 

14 



1. INTRODUCTION 

1. 

Sophisticated industrial relations practices have been part of the 

industrial scene for many years, but granting trade union rights to an 

economically and politically disadvantaged, inexperienced but numerically 

preponderant section of the workforce clearly introduced a new 

situation. However those who saw the necessity for this step overriding 

other considerations appear to have been justified. Despite the 

different course events could have taken, 1980 to 1983 has really been a 

period of adjustment. The high hopes of the new unions on what they 

could achieve, management fears of the chaos and turmoil that might 

result, and government expectations that developments could be guided 

into forms that have served well in the past, have all to some extent 

been confounded. On the other hand both management and labour appear to 

have developed mutual respect and there is a perceptibly greater 

willingness on both sides to negotiate. The new unions seem to be 

gaining confidence in and becoming more conversant with the structures 

that have been provided. There is now more frequent recourse to 

conciliation or the Industrial Court when negotiation fails, and 

tentative steps have been taken towards participating in the Industrial 

Council system. Management appears to be developing new equations for 

evaluating the costs, particularly long term costs, of defending its 

prerogatives against the costs of industrial relations services and 

negotiated agreements. The government itself seems to have turned from 

forms of control to providing more avenues for reaching settlement. 

But what has been happening within management? This is the question this 

survey seeks to answer. The information that has been gathered, however, 

must be regarded as incomplete. Since 1980 there has been extensive 

development of industrial relations support systems based on group 

structures, but most of the head offices supplying these services are not 

classified in the three economic sectors surveyed. Thus industrial 

relations structures and services have developed further than this report 

can show. 



2. 

A supplementary survey of some of these head offices was made. For the 

sake of maintaining comparability with the 1980 study, the results have 

not been included here, but they will be presented in a subsequent 

report. 

The report is structured as follows. The aim and methods of the survey 

are described in Chapter 2. The main results are set out in Chapter 3 

and an overview is presented in Chapter 4. The questionnaire and 

covering letters are reproduced in Appendix A. The structure is similar 

to the 1980 report, PERS 322 ''A Survey of Industrial Relations in the 

Transvaal''. However the detailed breakdown by sector, size and 

percentage Non-White employees shown in Appendices B,C and D of that 

report will be presented in a subsequent report and a new Appendix B 

contains suggestions for improving the questionnaire. 

2. METHODOLOGY 

2. 1 Aims of the survey 

This survey has closely followed that carried out in 1980. The aim is to 

obtain information on the extent to which participation in industrial 

relations processes, developments in industrial relations policies and 

structures and the need for industrial relations training have changed. 

The survey does not measure the effectiveness of industrial relations 

activities and deals only with the management side. 

2.2 Procedure 

The 1980 questionnaire was used with the following changes: 

(i) The questions have been renumbered so that No.6 of 

1980 is No. 1 in 1983. 



3. 

(ii) Question 7b of 1980 on the number of migrant workers has 

been omitted as this produced no useful information. 

(iii) Question 8 of 1980 has been expanded to request the 

numbers of Asians, Blacks and Coloureds separately. 

(iv) Question 9 on the subdivision of the workforce by level 

of skills has been omitted as this produced no useful 

in format ion. 

(v) Question 10 of 1980 has been made comprehensive by 

including independent firms without branches and 

providing for an "other" category. 

(vi) Question 4 of 1983 requesting the number of branches 

served by a head office and also information on the 

centralisation of industrial relations functions, has 

been added as centralisation has become important. 

(vii) 

(viii) 

Question 12 of 1980 requesting a copy of the firm's 

industrial relations policy has been omitted. 

In question 13 of 1980 "Communicated to Representative 

Committee" has been replaced by "Communicated to worker 

representatives" and "or newsletter" has been added to 

the question in the next line. Provision has also been 

made for "other" methods. 

(ix) The categories "Neither" or "Dant know" have been omitted 

from question 14 of 1980. 

(x) In the first set of definitions, "Registered and 

Unregistered Trade Unions" has been omitted and 

"Establishment" and "Recognition Agreement" have been 

added. 



2. 2. 1 

4. 

(xi) Question 15 of 1980 which requests information on formal 

agreements with unions classified by race and 

registration has been replaced by question 9 of 1983 

which requests the names of the unions with which the 

firm has recognition or industrial council agreements, 

wage negotiations or other forms of contact. It is no 

longer possible to apply a racial label to unions. 

(xii) 

(xiii) 

(xiv) 

In question 16 of 1980 the subdivision of employee 

representative committee into works committee, liaison 

committee and "other" has been omitted as the distiction 

has become blurred. 

In question 18 of 1980 "salary" has been replaced by 

"wage". 

Question 19 of 1980 has been redesigned to fit on to a 

page. In item 6 "salary" has been replaced by "wage". 

(xv) In question 22a of 1980 "excluding employee 

representatives" has been added. 

(xvi) The layout of question 24 of 1980 has been changed 

slightly and a new item "strike handling" added. 

The population surveyed 

Specifications of the population to be surveyed - establishments with at 

least 500 employees in Mining, Manufacturing and Construction in the 

Transvaal - were sent to the UNISA Bureau of Market Research who supplied 

the names and addresses of 597 establishments. 
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2.2.2. Collection of information 

The questionnaire, an accompanying letter and an addressed and stamped 

envelope were sent to all on the list. 

After 25 days a reminder and a duplicate questionnaire were sent to 

those who had not responded. 

Copies of these documents are shown in Appendix A. 

After a further 25 days the analysis of the returns was commenced. 

Information was also obtained from a number of head offices not falling 

into any of the three economic sectors surveyed. These head office 

returns were not added to the survey returns, but their information was 

used to interpret that obtained from the survey. 

2.3 The questionnaire 

2.3.1 The structure of the questionnaire 

The structure was the same as in 1980, that is, there are five sections, 

(i) Particulars of the establishment 

(ii) Industrial relations policy 

(iii) General industrial relations processes 

(iv) Industrial relations training 

(v) General comments concerning the questionnaire. 
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2.3.1. 1 Particulars of the establishment 

This section was included to obtain background data. 

2.3. 1.2 Industrial relations policy 

The aspects of industrial relations policy covered are:-

2.3.1.3 

(i) The existence of an industrial relations policy 

(ii) The scope of the policy - issues covered and persons to 

whom it applies 

(iii) Which outside organisations assisted in drafting the 

policy and associated procedures 

(iv) How the policy relates to outside bodies such as trade 

unions and industrial councils 

(vi) The existence of worker representation. 

General industrial relations processes 

The industrial relations function is placed within the organisational 

context. There are questions on what is the highest level at which 

industrial relations is recognised as a distinct function,and the numbers 

employed in this field. 

2.3. 1.4 Industrial relations training 

This section covers the industrial relations training that has been 

provided, for whom, what is still required, and where it should be 

obtained. 
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2. 3. 1. 5 General comments 

Respondents are provided with an opportunity for commenting on or 

expanding on any item in the questionnaire. 

2. 4 The respondents 

2. 4. 1 The response 

The questionnaire was sent to the 597 establishments on the list supplied 

by the Market Research Department of UNISA (see 2. 2. 1 for specifications 

of the population) and 248 were returned. When duplicates and unsuitable 

cases were eliminated from both population and responses, 228 usable 

questionnaires were obtained, which, when allowance was made for group 

returns, covered 267 establishments out of a population of 540 

representing a response rate of 50%. 

Groups gave difficulty as they handled returns in different ways. Head 

offices which conformed with the population specifications (see 2. 2. 1) 

received questionnaires as well as some of their subsidiaries. In some 

cases a return for the group was submitted (including subsidiaries which 

would not otherwise have been in the survey) .  In other cases head 

offices and subsidiaries made separate returns. 

In cases where head offices were not on the survey list, some took over 

the questionnaires from their subsidiaries and submitted a group return, 

others did not participate and left their subsidiaries to make their own 

returns. 

Particular difficulty was experienced when head offices submitted group 

returns without indicating this. In some cases a group return could be 

inferred from the numbers employed and the absence of returns from 

subsidiaries. The definition of a head office also caused difficulty 
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as head offices of some groups were themselves subsidiaries. The main 

source of confusion was the attempt, in order to maintain the same basis 

as the 1980 survey, to handle the current survey in terms of 

establishments. When groups respond they obviously do so in terms of 

their group structure. 

Normal practice would be to use weighted scores for groups. However in 

the 1980 survey there were few group returns and unweighted scores were 

used. To maintain conservative comparability in the face of the 

uncertainty over group returns the same practice has been adopted for the 

current survey. This means that the 1983 percentages are generally 

underestimated. 

The following tables provide an estimate of the population and returns 

and the overlap between the 1980 and 1983 surveys. Group structure has 

been ignored and establishments covered by a group return have all been 

counted as responding for the purposes of this table. 

Table 2. 4. 1. 1  

Mining 

Manufacturing 

Construction 

TOTAL 

Revised Population, Number of Returns and Response Rate, 

1983. 

Revised No. of Q/ Response ,o 

Population Returns Rate 

1983 1980 1983 1980 1983 1980 

102 115 66 49 65 43 

357 263 118 99 47 38 

81 63 30 25 37 40 

540 441 264 173 50 40 
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Table 2.4.1.2 Overlap between 1980 and 1983 Surveys 

Number of Establishments 

1980 

Sent a 1980 
questionnaire 

Responded Not 
Responded 

Responded 110 83 
1983 Sent a 1983 

questionnaire Not 
Responded 60 103 

Not sent a questionnaire 
in 1983 17 79 

TOTAL 187 265 

Anonymous responses 1980 5 

(not included in table) 1983 15 Grand Total 656 

Table 2.4.1.3 Overlap between 1980 and 1983 Surveys 

TOTAL 

Not sent 
a quest-
ionnaire 
in 1980 

71  264 

113 276 

96 

184 636 

Percentages of Total on Combined List for 1980 and 1983 

1980 

Sent a 1980 Not sent 
questionnaire a quest-

ionnaire 
Responded Not in 1980 

Responded 

Responded 17 13 11 
1983 Sent a 1983 

questionnaire Not 
Responded 9 16 17 

Not sent a questionnaire 
in 1983 3 12 

These tables show that 42% of the establishments responding in 1983 had 

also responded in 1980. 



10. 

The respondents cannot be regarded as a representative sample as the 

industrial relations characteristics of those who responded are likely to 

differ from those who did not respond. It is likely there will be a 

preponderance among the non-responders of those who have done little 

towards deciding on a policy for industrial relations and setting up 

industrial relations structures. Certainly in the Mining and 

Construction sectors the majority of those who did not respond were small 

outlying establishments where this is likely to be true. 

Thus responders must simply be regarded as a chunk of the original 

population. However, table 2.4.1.2 shows that the chunk that responded 

in 1983 is likely to be similar in most respects to that which responded 

in 1980 so that it is meaningful to compare the two although the 

importance of differences must be left to the judgement of the reader as 

statistical tests are not applicable.The numbers on which the percentages 

are based have been provided so that the reader can make a subjective 

estimate of their reliability. 

2.4.2 Description of the responding group 

2.4.2.1 Total number of employees 

The total number employed given on 226 returns was 551 469 (M = 2 440; 

SD = 7 358.0) . This compares with the 585 02S (M = 3 180; SD = 7 180,9) 

given on 184 returns in the 1980 survey. 

The two distributions are shown in figure 2. 1 and allowing for the 

difference in totals their similarity enhances confidence in reported 

changes. 
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2. 4. 2. 2  Employees by race 

The distributions of establishments by numbers of White and 8/C/A 

employees for 1980 and 1983 are shown in figures 2. 2, 2.3. (See pages 13 

and 14). 

2. 4. 2. 3  Proportion of 8/C/A employees 

It is possible that the proportion of 8/C/A employees in the workforce 

has an influence on industrial relations policy and practice. The 

distribution of establishments by proportion of B/C/A employees is 

illustrated in figure 2. 4. (See page 15 ). 105 (47%) establishments had 

less than 80% B/C/A employees and 120(53%) had more. This compares with 

75 (42%) and 105 (58%) in 1980. 
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2.4.2.4 Economic sector 

The survey was limited to the mining, manufacturing and construction 

sectors. The distribution of responding establishments by economic 

sector in 1980 and 1983 is presented in Table 2.4.2.4. 

Table 2.4.2.4 Responding Establishments by Economic Sector 

No. of �ti of 

respondents respondents 

1983 1980 1983 1980 

Mining 50 48 22 26 

Manufacturing 143 99 53 54 

Construction 30 28 13 15 

Mining and Manufacturing 2 2 1 1 

Mining and Construction - 2 - 1 

Manufacturing and Construction 1 4 - ·1 

Mining, Manufacturing 
Construction 1 - - -
Not reported - 1 - 1 

TOTAL 227 184 99 100 

The table shows that the distributions for the two years are similar. 
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2. 4. 2. 5  Head offices and subsidiaries 

The centralisation of industrial relations activities in head offices 

is important as it leads to a conservation of scarce human resources and 

a greater formalising of policies. 

Table 2. 4. 2. 5. 1  Distribution of Respondents according to Head 

Office, Subsidiary or Independent Establishment. 

No. of �� of 

Level of the 
respondents respondents 

establishment 1983 1980 1983 1980 

Head office 52 71 23 39 

Subsidiary or branch 134 99 59 54 

Single independent 29 N/A 13 N/A 

Dual function 12 12 5 6 

Not reported - 2 - 1 

TOTAL 227 184 100 100 

Note: Dual function means an establishment with subsidiaries 

which is itself a subsidiary in a larger organisation. 
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The extent to which industrial relations activities are centralised is 

shown by the 606 subsidiaries the 64 head offices and dual function 

establishments reported they provided industrial relations services for, 

i. e. an average of 9 per establishment with a range of from 1 to 60. 

This includes services for subsidiaries outside the Transvaal. 

The degree of control head offices maintain over the industrial relations 

activities of subsidiaries is indicated in the following table. 

Corresponding data for 1980 is not available. 

table 2. 4. 2. 5. 2  Degree of Control exerted by Head Offices over 

Subsidiaries, reported by Head Offices. 

No. of 
of Control 

�� of 
Type 

head offices head offices 

rxtent of cont "ol 

Full Part Full Part 

Lays down overall industrial 
relations policy 48 3 91 6 

Sets up industrial relations 
structures and procedures 47 3 89 6 

Handles negotiations over 
working conditions 30 ·17 57 32 

Monitors disciplinary and 
grievance actions 36 10 68 19 

Handles strikes 31 15 59 28 

------- ·-

Percentages are based on the number of responding head offices. 
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Table 2.4.2.5.3 Head Office Policy on Intervention during a Strike, 

reported by Head Offices 

_,.......,. ______ 
Policy 

Immediately and at al 

Advisory only 

On request only 

If dispute not resolv 
reasonable time 

When negotiations sta 

To approve a decision 

Never 

TOTAL 

1 times 

ed in 

rt 

-

No 

head 

of % of 

offices head offices 

22 43 

4 7 

8 15 

11 

0 0 

0 0 

13 24 

53 100 

Percentages are based on the number of responding head offices. 

According to these two tables most head offices exercise fairly tight 

control over their subsidiaries. 
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Table 2. 4. 2. 5. 4  Degree of Control exerted by Head Offices 

over Subsid iaries, reported by Subsidiaries. 

No. of ?� of 
Type of Control 

Subsid iaries Subsid iaries -· --

Full Part Full 
-· 

Lays down overall industrial 
relations policy 84 63 30 

Sets up industrial relations 
structures and procedures 42 46 31 

Handles negotiations over 
working conditions 22 38 16 

Monitors disciplinary and 
grievance actions 24 32 19  

Handles strikes 16 49 ·12 

Percentages are based on total number of responding 

subsidiaries. 

Part 

22 

34 

28 

24 

37 
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Table 2. 4. 2. 5. 5 Head Office Policy on Intervention during a Strike, 

reported by Subsidiaries. 

No. of �ti of 
Policy 

subsidiaries subsidiaries 

Immediately and at all times 19 14 

Advisory only 17 13 

On request only 15 11 

If dispute not resolved in 
reasonable time 16 12 

When negotiations start 2 1 

To approve a decision 1 1 

Never 64 48 

TOTAL 134 100 -

Percentages are based on the number of responding subsidiaries. 

These figures suggest a looser control than indicated by the tables for 

head offices. It should be noted that the figures in the tables will be 

biased by the tendency of group head offices to submit a combined return 

for the group, when there is close control and for subsidiaries to submit 

their own returns when there is looser control. Further, tighter control 

is likely to be exercised over small subsidiaries than large and the 

population was restricted to establishments with more than 500 employees. 
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2. 5 Statistical analysis 

Statistical tests were not carried out for the following reasons: 

a) By no stret ch of meaning can a decision to respond or not to a 

questionnaire be equated to random sampling, thus tests assuming a random 

sample are not applicable. 

b) Table 2.4.1.2 shows that a�proximatel y  40% of the returns for 1983 

w i ll be correlated with those for 1980. Thus tests  assuming uniform 

correlation cannot be applied to the whole group. 

c) Responses do not necessarily correspond with listed es t ablishments. 

Depending on the degree of control exercised by group head offices, 

est ablishments may submit individual returns or their data may be 

included in a group return. To complicate matters still further the 

group return may include establishments not belonging to the populat ion 

being surveyed, conversely the return from sub sidiaries may not reflect 

industrial relation services available to them at head offices. 

Further, establishments submitting a group return may not identify the 

return as such. Thus it is impossible to define the distribution of 

possible responses with which sample responses must be compared. 

3. RESUL TS 

The  results are presented and commented upon 1n th i s  sect ion. 

I t  must be borne in mind tha t  the industrial relations function is st i l l  

developing very rapidly and the results appearing in this report reflect 

the sit uation in July/August 1983. 

3. 1 Industrial relat ions po licy 

This section reflects company po l icies on industrial relations. It 

cover s formulation and scope o (  policies, act ion plans and methods of 

communication. 
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3 .  1 • 1 The existence of a for mal industr ial relations pol icy 

72% of the establishments now have a written pol icy compared with 51% in 

1980. The ma in increase has come from those who formerly had unwr itten 

pol icies. 

Table 3.1.1 Establishments with Formal Industrial Relations 

Pol icies. 

No. of Q/ of ,o 

respondents respondents 

Formal policy 1983 1980  1983 1980 

Written 163 90 73 51  

Unwritten 40 54 18 31 

None 22 32 10 1 8  

TOTAL 225 176 100 100 
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3 .  1 .  2 Strike or stoppage handling 

7 1% of the responding establishments have wri tten plans for handling 

stri kes or work st oppages compared 49% in 1980. T his is in step with t he 

increase in writ ten policies and indicates a great er formalisation of 

industrial relat ions, partly because it  is easier to be consistent w ith a 

wri tten policy and partly because control of indust r ial relations has 

become 1nore centralised and control is fac i l itated by formalisat i on. 

Table 3. 1. 2  Plans for Handling Strikes or Work Stoppages. 

Strike handling plan 

Wri t ten 

Unwritten 

None 

TOTAL 

-----------·-

--- ·-

-- -·-

---·-

No . of 

respondent s 

1983 1980 

160 88 

42 54 

24 37 

226 179 

?� of 

respondents -
1983 1980 

7 1  49 

18 30 

11 21 

100 100 
--
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3. 1. 3 Communicat ing industrial relat ions policies to employees 

As can be seen from the following table most establishments use more than 

one method. The most commonly used methods are communication via 

worker representatives and during induction. There appears to be less 

reliance on informal methods. 

Table 3. 1. 3 Communicating Industrial Relations Policies to 

Employees 

No . of 01 of ,o 

res pondents respondents 

Means of Communication 

Not communicated 

Written document circulated 

Briefing groups 

At orientation or induct ion 

Informally communicat ed 

Communicated to workers' 
represent at ives 

Via in-house magazine 

198 

27 

86 

73 

115 

43 

146 

22  ---------------·-·-- , _ ____ __,__ __ 

3 -·-- 1980 1983 1980 --

17 12 10 

57 38 33 

58  32 34 

79 50  45 

40 19 23 

102 64  59 

18 10 10 
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3 . 1 . 4 Coverage by industry-wide settl ements 

5 3% of the establishments are covered by an industrial council agreement 

which reflects 1 it  tle change from the 47�� reported in 19BO. Likewise 37% 

are covered by 

not covered by 

Table 3. 1. 4 

a wage determination compared with 44% in 

either compared with 16% in 1980. 

Establishments Covered by Industry-wide 

settlements 

,--.. 

No. of 

respondents 

Ty�e of Industry-wide 
Se tlement 1983 1980 

Industrial Council Agreement 121 8 5  

Wage Determination 83 79  

None 42 28 

1980 and 19�� are 

�� of 

respondents 

1983 1980 

53  47 

37 44 

19 16 
·-
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3 .  1 .  5 Cont act with t rade unions 

�1ith the growt h of mul t i r acial unions and the decr easing emphasis on 

r egist r ation there  is less value in classify ing t r ade unions on these  

a t t ribut es. The  or iginal 1 980 ret u rns have been reanalysed to p rovide 

compar able information. 

68% of the  establ i shment s r epo r t ed having cont act of some kind with t r ade 

unions compared  wit h 50% in 1 980. It  i s  remarkable tha t of the 1 21 

establishments repor ting that t hey came under indus t r ial council 

agreement s,  20 r epor t ed  no cont act wit h trad e  unions . 

Recognit ion ag reement s wit h 1 0  differ ent unions we re  repo rt ed of which 

MAWU with 7 was t he most frequently men t ioned. 

The r e turns suggest t he re is much more contact than is r efl ect ed in the 

pr ess  and other  repor t s, and that the Focus  on st rikes o v e rlooks a qreat  

deal of  solid work t hat i s  being done by management and un ions in 

r eaching agreement. However  apa rt  from cont act through indus t r i al 

councils or t he Chamber of Mines, cont act is at a low level comp ared w i th  

wh a t  is  repor t ed for Wes t e rn economies.  
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The forms of contact are shown in the following table - comparable data 

for 1980 is not available . 

Table 3. 1. 5  Contact with Trade Unions 

No. of 

Type of Contact with Unions respondents 

Through an Industrial Council 
or the Chamber of Mines 143 

* Recognition Agreement 36 

Negotiations outside indust-
rial councils or recognition 
agreements 46 

Informal meetings or 
correspondence 22 

Participation in grievance and 
disciplinary procedures 15 

Regular and formal meetings 10 

Negotiating a recognition 
agreement 10 

Granted facilities e. g. 
stop orders 10 

respondents 

63 

15 

20 

10 

7 

4 

4 

4 

Union reruit ing among 
workforce 15 7 

L_ _____ _ __L __ _ __ ___.__ _ _______ _J 

*Excluding Industrial Councils and agreements hand l ed through 

the Chamber of Mines. 

Note : Onl y the first three items we r e  specifically  asked , the 

remainder were offered voluntarily. 
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3.1.6 Internal employee representative commit t ees 

Since legislative distinctions between works and liaison committees have 

been abolished, the survey has referred to employee representative 

committees. 

89% of establishments reported hav ing internal employee representative 

committees compared with 88% in 1980. 31% of establishments reporting 

contact with one of the new unions with a predominantly Black membership 

also had an employee representative committee. This suggests that even 

when there is a union on the scene, management f inds employee committees 

useful both for communication and consultation as they are likely to be 

more representative of the workforce. The tables in section 3.2 show 

that the commi ttees are frequently consul ted on industrial relations and 

personnel matters. 

3.1.7. Outside sources of assistance with industrial relations 

functions 

84% of the responding establishments indicated that they received 

assistance from at least one of the sources listed in the questionnaire 

compared with 74% in 1980. This is a reflection of an increased 

awareness of the need for being well-prepared on industrial relations 

matters, of the existence of more information, and that sources such as 

the Institutes of Industrial Rel at ions and L abour Relat ions have become 

bet t er known. 

The most frequently used sources were employer organisations, t he 

Inst i t ute for Industrial Rel at ions and t he Institute of L abour Relations, 

which are regarded as repositories of wide practical experience. Other 

companies, head offices, overseas principals and consultants are also 

important sources of more immediat e  but more limited practical 

experience. Most respondents reported using several sources. 



T abl e 3. 1. 7  

30. 

Use of outside Assistance in Developing 

Industrial Relations Functions 
·-

No of 

respondents 

1983 1980 

Institute for Industrial 
Rel ations 71  43 

Institute of Labour Rel ations, 
UNISA 53 28 

University 8 7 

Employee Organisation 9 1 0  

Employer Organisation 77 50 

Other Companies 42 28 

Consul tants 46 27 

Other (Head O ff i ce) 39) 
32 

Other 9) 

% of 

respondents 

1983 198 0 ·-

3 1  24 

23 16 

4 4 

4 6 

34 28 

19 16 

20 15 

17 ) 
) 18 

4) 
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3 .  1 . 8 The  fo rma l i sing of indus t r i al rel at i on s  policies 

Soph i sticat ion is  normally accompan i ed  by formal i sation as expe rience 

becomes codified , but i t  would  appe a r  t ha t  t he changes that have t aken 

place in management st r uctures fol lowing the  mergers and t akeovers of the  

past few years has accelera t ed this p rocess in  i ndustri al r e l a t i ons. 

Th ere has been a concentration of the  r e l at i vely scarce  expe rtise in 

industri al r e l at ions at group head offices and policies are  now la i d  down 

at this l evel and formalised  to fac ilita t e  commun ication and compliance. 

Some aspects  of this development have been vis i ble in the  t ables in 

s ec tion 3.2.4 . 1 ,  ot her aspects c an be seen 1n th i s  sec t ion. In  t able 

3.1 . 8.2 the perc ent age  of respond e n t s  �'lit� no forma l  policy has dec lined 

betwe en 1 980 and 1 983 for every function l i st ed. The pol i cies have also 

been ext end ed to all rac e  groups as increasw3 1n the percent ages  under 

all r aces a re matched in many cases by decreases for funct ions applying 

only to specif ic  race g roups. 

The  bound ari e s  between per sonnel management , industr ial relat ions and top 

management fun c t  ions  are vague and sh i fting but if  i t erns 1 to  1 0  in 

t ables 3.1 .8.2 a re  accep t ed as pe r sonnel management funct ions, items 

1 1 - 1 4  a re gen s r al policies d e t ermined by top management and 1 5-21 are 

industria l re l at ions fun ct  ions , i t  can be  �=>r � e r  I tha c mos t formalisa tion 

has t aken place i n  indus tr i a l  re l a t ions fu rv: t. i on •::;. 

T he most  mar ked change h as b e en i n  redundancy  po l i c ies  ( wh e re man agemen t 

has recent ly fr)Und  i t se l f vul n e r ab l e )  fol l m,ed by l abou r/rnan aqf� :nent  

conflic t,  gr i_ !:3 v a r 1ce and  ch sc i. p l  i n ::i r y  p rocedu res . Dmmward  commun ica t ion, 

a personnel managernen t fun c t  i o r. ,  al s ,1 f i qu r es  h ighly, poss ib ly because  o f  

it s impo r t ance fo r  indus tric1 l r e l a t ions. 

T he p a t t ern of fo rmal polic i es for d e 3 1 i ng w i th Wh i t e  unioni sts and Alack 

employe e  represent a t i ve commi t t ee rnernb e r s  appea r s  t o  be changing in 

favour  of pol i c i es covering all races. However  t he new uni ons appear t o  

h a v e  reversed this trend  in  o n e  8 r ea 8'.'3 :1 lar g e r  percent age of 

respondent s  have inst i t ut ed formal  pol i cies for d ealing specific ally with 

Non-wh i t e  uni ons .  Wha t  is surp r i sing , however, is  that  43% of the 

respondent s  st i ll have no fo rmal  pol i cy on t rade unions and 46% no forma l 

pol icy on labour /managerne r1 t  cori fl i c t .  
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Personnel management funct ions show the same trend towards formalised 

policies. Downward communication has been mentioned but similar 

increases have taken place in induction , wages , training and employee 

promotion. Some of these changes have been introduced because formal 

personnel policies put management in a better position for dealing with 

its labour force and with trade unions. 

The items classified as general policies , namely codes of employment , 

corporate responsibility and Black advancement reveal similar but less 

development. They also show the largest percentages of respondents 

without formal policies , possibly because these concepts are not well 

defined and appear to bear a less direct relation to current problems. 

An anomalous result for Black advancement is the decline in the 

percentage with formal policies exclusively for B/C/A and an increase in 

the percentage under All Races. This may be due to difficulty with the 

question, or it may indicate a growing realisation that a Black 

advancement programme must be concerned with all races. 
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33. 

Formal Policies in 21  Fields and thei r 

Applicability to Racial Groups -

Numbers of Responding Establishments 

App icable on y to 

Whi 1  e B/r:/A All Races 

1 983 1980 1983 1980 1 983 1980 

Recrui tment 2 1 15 11 16 1 119 

Selection 5 3 8 12 1 57 116 

Induction 1 3 20 19 165 109 

Training and Develop-
ment 2 1 7 12 180 12 5 

Job Evaluation 12 4 5 4 165 122 

Wage Scales 3 4 15 6 190 133 

Fringe Benefits 10 7 1 4 187 147 

Employee Promotion 5 4 4 6 16 1 113 

Downward Communication 
Systems 1 0 8 8 160 1 05 

Industrial Safety 1 1 2 5 17 1 1 29 

Codes of Employment 
Practice 2 1 6 4 130 93 

Corporate Social 
Responsibility 
External 1 1 7 3 89 63 

- di tto -: Internal 1 2 4 7 115 81  

Black Advancement 0 1 60 66 77 45 

Grievance Procedure 0 1 15 20 186 12 2 

Disciplinary Procedure 0 0 15 17 18 5 124 

Redundancy 2 5 8 3 150 83 

Employee Representa-
tion : Unions 13 32 23 4 91 55 

Employee Representa-
tion : Committees 4 3 58 56 1 27 85 

Labour/Management 
Conflict 2 5 15 7 104 58 

Strike Handling 5 - 24 - 1 36 -
-

No p >licy 

1983 1980 

44 46 

52 46 

38 46 

35 39 

40 47 

14 34 

25 19 

53 54 

54 64 
I 48 42 

84 79 

12 5 110 

103 87 

86 65  

21 34 

23 36 

62 86 

96 86 

35 33 

102 107 

56 -
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34. 

Formal Policies in 21 Fields and their 

Applicability to Racial Groups -

Percentages of Responding Establishments 
·-

App icable on y to 

Whi1 e B/r/A All Races 

1983 1980 1983 1980 1983 1980 

Recruitment 1 1 7 6 72 67 

Selection 2 2 4 7 71  65 

Induction - 2 9 11 74 61 

Training and Develop-
ment 1 0 3 7 80 71  

Job Evaluation 6 2 2 2 74 69 

Wage Scales 1 2 7 4 86 75 

Fringe Benefits 5 4 - 2 84 83 

Employee Promotion 2 2 2 3 72 64 

Downward Communication 
Systems - 0 4 5 72 59 

I ndustrial Safety - 0 1 3 77 73 

Codes of Employment 
Pract ice 1 1 3 2 58 52 

Corporate Social 
Responsibility 
External - 0 3 2 40 36 

- ditto -: I nternal - 1 2 4 52 46 

Black Advancement 0 1 27 37 · 35 25 

Grievance Procedure 0 1 7 1 1  84 69 

Disciplinary Procedure 0 o 7 1 0  83 70 

Redundancy 1 3 4 2 67 47 

Employee Represent a-
t.ion : Unions 6 18 1 0  2 41 31 

Employee Represent a-
tion : Cammi ttees 2 2 26 32 56 48 

L abour/Management 
Conflict  1 3 7 4 46 33 

Strike Handling 3 - 11 - 61 -

No policy 

1983 1980 

20 26 

23 26 

17 26 

16 22 

18 27 

6 19 

11 11 

24 31 

24 36 

21 24 

38 45 

57 62 

46 49 

38 37 

9 1 9  

10 20 

28 48 

43 49 

16 18 

46 60 

25 -
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3.2 Industr ial relations processes 

This section surveys the decision-making process in industr ial 

relations. Because of the close tie with industr ial relations, personnel 

functions have been included. 

3.2.1 Industrial relations procedures 

Table 3.2.1.2 shows that in industrial relations functions there has been 

a general shift in the responsibility for decision-making from line 

management to the personnel department. Line management is still deeply 

involved but more frequently now in an advisory capacity. T he 

participation of industrial relations specialists in both decision-making 

and advisory capacities appears to have increased but still falls far 

short of that for personnel departments. There is also more use of both 

employee committees and unions for advice (consultation) .  Employee 

committees are in fact one of the most frequently reported sources of 

adv i ce on all I R  functions. All sections show decreased participation in 

both decision-mak i ng and advice on labour/management conflict which may 

reflect difficulty with the question or it may indicate that this 

function has been moved to top or group management. The development of 

formal industrial relations policies may also have reduced the scope for 

decision-making or consultation in this area. The growing importance of 

specialisation is apparent in the increased use of I R  specialists for 

both decision-making and advice on redundancy, grievance and disciplinary 

procedures. ( 70% of respondents had staff specifically responsible for 

industr ial relations matt ers in 1983 compared with 64% in 1980 - see 

tab le  3. 4 e 1o 1) .  

The questionnaires have generally been completed by personnel departments 

and may thus reflect their point of view more strongly, but th is effect 

should be roughly the same in both surveys. 



Table 3 .  2. 1 . 1 Decis i on-making and Adv isory Roles  in  Indus t r i a l  Re l at i ons Procedures  

Numbe rs of  Responding E st ab l ishment s .  

JG r • e v  once D i sc ip  J I nary I � edund ancy Employee L abour /Management  

bocecl,i res  
_ __ 

Procedu r es 
- -

-
f

rncedures 
__ . - �i ons Committ ees Con fl i ct 

AdvisP-�i�=··- fA°dv 1 se ! Dec i� I Ad���,e .. __ LD����� . .  -���j� Dec ide Advi se ·- �e� i d e  A d v i s�- De��·�d�e---� 

---··----·----! 1 
�

r 5 I 1 ,, ") � 98'  1 980 i 1 9
� 

·i ' 1 0
�

, I 1 ·
• �

11 ,•s ,  �- ?'"1 \ 1 9s 3 1 1 9ao , 1 98 3 1 9so 1 983 1 990 
! 

J 983  J�980 1 9a3 J 1 9so
f 

9B_
] 

1 980 ·1 983  1 1 980 

I 20 i 79 I L ,ne Management  
[ 

80
1

1 I n 1 52 ls , 1 l o  
1

88 r "' 
I 

9[1 1

1

1 ! fl  
1

66 43 5 7  47 
I 

.38 

. ' Pe r sonne l Department 1 CO 

I 

�q '

, 

i7 I 85 1 02 64 82 1 89 ! 67 39 , 90 , 9 1  4 6  24 58 

I R Spec i al i sts  28 21 56 I 31 28 I 19 I 56 I 33 I 1 6  I 6 I 45 I 1 8  I 21 I 1 1  I 27  ; 

I 47 
I 

7 1 

I 25 30 

! Employee Committees 

�e Unions 

1 1  8 1  66 1 1  3 53 30 1 4  1 2  85  55  5 1 0  7 37 23 27 

28  30  22  1 1  6 6 35 1 8  7 7 32 20 3 4 3 1  1 8  26 

34 43 

60 84 
I 

43  36  

41  82 55 6 1 1  55  59  

4 1 7  1 3  9 1 2  25  26  



Table 3 . 2 . 1 . 2  

Line Management 

Personnel Department 

I R  Spec ial ists 

Emp loyee Committees 

Trade Unions 

Decision-making and Advisory Roles in Industrial Relations Procedures 

Percentages of Responding Establishments. 

Grievance Discipl inary Redundancy Employee 

Procedures Procedures Procedures Unions Committees 

Decide Advise Dec ide Advise Decide Advise Decide Advise Decide 

1 983 1 980 1 983 1 980 1 98 3  1 980 1 983  1 980 1 983  1 980 1 983  1 980 1 983  1 980 1 983 1 980 1 983  1 980 

35 58 41 30 38 66 39 27 40 67 29 25 25 27 1 7  1 2  35 47 

44 40 34 49 45 37 36 51 30 22 40 52 20 1 4  26 27 31 30 

1 2  1 2  25 1 8  1 2  1 1  25 1 9  7 3 20 1 0  9 6 1 2  1 4  1 3  9 

6 6 36 38 5 7 37 32 2 2 23 1 7  4 4 1 6  1 3  1 2  24 

3 3 1 5  1 0  3 4 1 4  1 1  1 2 1 4  1 0  1 2  1 6  1 3  1 3  5 2 

Advise 

1 983  1 980 

30 20 

36 41 

1 9  2 1  

36 32 

8 7 

Labour/Management 

Con fl ict 

Dec ide Advise 

1 983 1 980 1 983 1 980 

31 53 1 5  25 

20 25 26 48 

8 1 0  1 9  2 1  

3 6 24 34 

4 7 1 1  1 5  

w 
-....J 
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3. 2. 2 Traditional personnel procedures 

Table 3. 2. 2. 2 also shows an exchange of decision-making and advisory 

roles between line management and the personnel department. This 

reflects the continuing specialisation of management functions and has 

probably been accelerated by the threat to management ' s  capacity for 

handling both technical and personnel problems by increased trade 

union activity. 

The table also reveals that more establishments now consult employee 

representative committees on personnel matters particulary on induction, 

j ob evaluation, wage scales and fringe benefits. 



Table 3.2.2.1 Decision-making and Advisory ro les in Tradit i onal Personnel  Procedures 

Number of  Responding Est abl ishments. 

L ine Management 

Personnel Department 

I R Specialists 

Employee  Committees 

T rade Unions 

L ine Management 

Personne l  Department 

I R  Specialists 

Emp loyee Commi tt ees 

Trade Unions 

Recru itment 

Decide Advise  

1 983 1 980 1 983 1 980 

67 1 05 85 63 

1 20 74 71  92 

7 9 33 1 3  

1 2 1 8  9 

o 3 1 0  5 

Wage Scales 

Decide Advise  

1 983 1 980 1 983 1 980 

71 88 64 54 

94 80 73 83 

14  12  22 1 8  

2 3 27 14 

8 14 28 22 

Select ion 

Decide Advise  

1 983 1 980 1 983 1 980 

73 1 22 80 50 

1 1 7  64 20 1 03 

7 9 26 14 

0 2 9 6 

o 2 1 2 

Fringe Benefits 

Decide Advise  

1 983 1 980 1 983 1 980 

65 81 64 34 

96 73 73 87 

1 1  1 0  31 1 6  

3 2 50 34 

4 9 30 20 

Training and 

I nduct ion Development 

Decide Advise Decide Advise  

1 983 1 980 1 983 1 980 1 983 1 980 1 983 1 980 

45 68 86 61 81 1 1 7  92 70 

1 38 99 44 67 1 1 7  69 65 96 

1 6  1 4  33 1 9  1 3  7 36 2 1  

1 o 29 22 0 3 32 27 

0 0 7 2 0 3 1 0  1 2  

Downward 

Employee  Promot ion Communication 

Dec ide Advise  Decide Advise 

1 983 1 980 1 983 1 980 1 983 1 980 1 983  1 980 

1 24 1 43 63 38 92 96 62 41 

65 34 1 08 1 1 2  77 46 78 82 

8 6 20 1 2  24 1 0  44 21  

0 3 1 5  1 8  1 3  7 74 49 

1 3 8 8 4 1 28 1 0  

Job Evaluat ion 

Decide Advise 

1 983 1 980 1 983 1 980 

63 83 90 67 

1 1 9 89 56 74 

1 4  1 0  22 1 2  

0 3 27 1 5  

0 5 1 4  7 

I ndustrial Safety  

Decide Advis e  

1 983  1 980 1 983 1 980 

1 32 1 34 43 49 

41 28 76 81 

8 4 24 1 0  

2 2 57 41 

3 0 2 1  1 4  

w 
I...O 



T abl e 3. 2.2.2 Deci s ion-making and Adv isory rules in T r adit ional Personnel Procedures 

Pe rcent ages of  Respondi ng Est ablishments. 

Recru itment 

Decide Advise 
,------ .  

L ine Management 

Personnel  Dep artment 

I R Speciali sts  

Emp loyee Commi t t ees 

T rade Unions 

L 

Pe 

I 

ne Management 

rsonnel Department 

R Specia l ists 

l 

Em 

T r  

ployee Commi ttees 

I ade Unions 

1 983  1 980 1 983  1 980  

30  59  37 36 

53 42 31 53  

3 5 1 5  7 

- 1 fl 
! 

5 

0 2 4 3 

Wage Scales 

Dec ide Advise  

1 983 1 980 1 983  1 980  

3 1  

4 1  

6 

: I 

50 28 3 1  

46 32 47 

7 1 0  1 0  

T
2 

I 
0 

I 8 1 2  1 3  

Select ion 

Decide Advise  

1 983 1 980 1 98 3  1 980 
--

32 70 35 29 

52 37 31  59 

3 5 1 2  8 

0 1 4 3 

0 1 - 1 

Fr inge Benefits 

Decide Advise  

1 983  1 980 1 983  1 980 

28 46 28 25 

42 42 32 50 

5 6 1 4  9 

: I : l :: I :: l 

Training and 

I nduct ion Deve lopment 

Decide Advi s e  Decide Advise 

1 983  1 980 1 98 3  1 980 1 98 3  1 980  1 983  1 980 

20 39 38  35  36  67 41  40 

61  57 1 9  38  52  38  29  55  

7 8 1 5  1 1  6 ,. 1 6  2 '-1' 

- 0 1 3  3 0 2 1 4  1 5  

0 0 3 1 0 2 4 7 
- ·  

Downward 

Emp loyee Promot ion Commun icat ion 

Decide Adv i se  Decide Advise  

1 98 3  1 980 1 983  1 980 1 983  1 980 1 983  1 980 

55 82 28 22 41 55 27 24 

29 1 9  48 64 34 26 34 47 

4 3 9 7 1 1  6 1 9  1 2  

0 2 7 J 1 0  6 4 32 28 

- 2 4 5 2 1 1 2  6 

Job Evaluat ion 

Dec ide Advise  

1 983  1 980 1 98 3  1 980 

28 47 40 38 

52 51 25 42 

6 6 1 0  7 

0 2 27  9 

0 3 6 4 

I ndust rial  Sa fety 

Decide Advise 

1 98 3  1 980 1 98 3  1 980  

58  77  1 9  28 

1 8  1 6  34 46 

4 2 1 1  6 

1 1 25  23  

1 0 9 8 

.i:::,. 
C> 
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3. 2. 3 General policy 

The results in table 3. 2. 3. 2  also point tu a concentration of control. 

In almost every instance fewer respondents reported that line management 

or personnel departments were concerned with either decision-making or 

advice in these fields. There are a number of possible reasons. 

(a) The functions mentioned in the table may not be well understood, but 

it is difficult to see why this should be more so in 1 983 t�an in 1980. 
(b) Formalisation of policies has left less scope for decision-making or 

consultation. (c) Concentration has shifted responsibility for these 

fields to group level. (d) It may be due to the smaller percentage of 

head offices among the 1983 respondents (see table 2. 4. 2. 5. 1) , but this 

could be a classification artefact as many of the independent 

establishments may have reported themselves as head offices in 1980. 

(e) It reflects another aspect of specialisation, namely, that these 

functions have been taken over by top management. The dat a does not 

provide a means of deciding between these possibilities, but a shift of 

these functions to group or top management level appears to be consistent 

with the findings from other tables. 

An exception to the above is the increased number of respondents 

reporting consultation with employee representative committees on matters 

relating to internal social responsibility which is consistent with the 

findings reported in section 3. 2. 2. 



T able 3. 2. 3. 1 Decision-making and Advisory Roles in General Policy Decisions 

Numbers of Responding Establ ishments. 

Codes of Social Social 

Employment 
Resfonsibility 
( ex  . e rnal) 

Res�onsibilit y 
( in . ernal) 

Decide Advise  Decide Advise Decide Advise 

1983 1980 1983 1980 1983 1980 1983 1980 1983 1980 1983 1980 

L ine Management 49 75 47 42 48 62 34 28 60 72 49 36 

Personnel Department 75 58 56 78 39 39 43 59 58 46 58 68 

I R S pe c i a l i s t s  20 19 39 28 11 10 21 15 12 9 33 20 

Employee Committ ees 1 2 ·40 28 1 0 18 18 2 1 39 34 

Trade Unions 3 7 20 15 2 1 7 6 1 2 14 5 

Black 

Advancement 

Decide Advise 

1983 1980 1983 1980 

73 108 70 40 

72 57 74 90 

20 12 36 28 

2 2 49 34 

2 5 19 19 

� 
N 



Table 3. 2. 3. 2  

L ine Managemen 

Personnel Depa 

I R S pec i a l  i s  t 

Emplo y ee Cammi 

Trade Unions 

Decision-making and Advisory Roles in Genera l  Po licy Decisions 

Percentages of Responding Establishments. 

Codes of Socia l Socia l 

Employmen t 
Resronsibilit y 
( ex . ernal) 

Restonsibilit y  
( in . ernal) 

Dec i de Advise Decide Advise Decide Advise 

Black 

Advancement 

Decide Advise 

1983 1980 1 983 1 980 1983 '1 980 1983 1 980 1983 1980 1983 1980 1983 1980 198 3 1 980 
·-

22 43 21 24 21 36  1 5  16 26 41 22 21 32 62 31 23 

rtmen t 33 33 25 45 17 22 19 34 26 26 26 39 32 33 33 52 

5 9 1 1  17 16 5 6 9 9 5 5 15 11 9 7 16 1 6  

t t ees - 1 1 8  1 6  - 1 0  8 0 1 1 17 1 1 1 22 20 

1 4 9 9 1 1 3 3 - 1 6 3 1 3 8 1 1  ------ ·- ---1.-.----. --

..i:::,. w 
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3. 3 Status and structure of the industr ial relations function 

Management response to the pressures created by industrial relations is 

shown in the following tables. In the first place the high cost of 

mistakes and the need for coordinated industrial relations policies among 

subsidiaries has caused ultimate responsibility for decisions to be 

placed with higher levels of management - see tab l es 3. 3. 1 and 3. 3. 2. In 

the second place to reduce the burd�1 on management more full-time staff 

have been employed on the routine aspects of industrial relations - table 

3. 3. 3 - and more responsibility has been transfer red from line management 

to the personnel department - table 3. 3. 4. This  has been done in a 

number of ways. Most frequently the personnel department has taken over 

these functions, sometimes appointing full- or part-time staff for thi s  

purpose. In other cases a specialist I R  section reporting to an IR 

manager has been created within the personnel department. These 

approaches have been favoured apparently because of the close links 

between personnel and industrial relations functions. Cases where t op or 

line management is  assisted by specialist IR staff have decreased 

possibly because thi s  is  a less effective form of specialisation. 

Table 3 . 3. 1  Status of the Industrial Relations Function 

No of % of Tota l 

Respondents Respondents 

Responsibility fur I R 
Functions 1983 1980 1983 1980 

Member of Boar d 112 80 49 46 

Senior Management 203 151 89 86 
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Table 3. 3. 2 Level to which Industrial Relations Staff Report 

No of �� of Total 

respondents respondents 

Department Reports to: 1983 1980 1983 1980 

Director 38 23 17 12 

General Manager 17 11 8 6 

Group Functional Manager 23 22 10 12 

Branch or Functional Manager 69 50 30 27 

Lower Management Levels 11 12 5 7 

No I R staff 64 59 28 32 

No information 5 7 2 4 

Note: The 1980 data  were reanalysed for this t able 

Table 3. 3. 3  Size of Industrial Relations Staffs 

No of �� of Total 

respondents respondents 

Number of Employees 1983 1980 1983 1980 

Full time 1 - 2 56 69 26 38 

3 - 6 29 14 12 8 

7 - 10 5 8 2 4 

11 and over 6 0 3 0 

Part time 1 - 2 29 27 14 15 

3 - 6 9 16 6 9 

7 - 10 4 9 2 5 

11 and over 2 0 1 0 ----
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Table 3. 3. 4  The Handling of Industrial Relations Functions 

No , of 

respondents 

Location of the I R  Function 

A separate I R  Department 

Part of the Personnel Department 

Full-time staff reporting to Personnel 
Manager 

Part-time staff reporting to Personnel 

1983 

1 1  

47 

Manager 57  

Staff reporting to Industr ial Relations 
Manager 14 

Staff reporting to Group or Regional 
Managers 24 

Staff reporting to Top or Line 
Managers 48 

Subtotal 190 

Top or Line Management with full- or 
part-time specialist assistance 5 

Top or Line Management without 
specialist assistance 20 

Subtotal 25 

No information 2 

TOTAL 228 

1980 

12 

31 

41 

8 

21 

36 

137 

7 

24 

31 

4 

184 

% of 

respondents 

1983 

5 

21 

25 

6 

10 

21 

83 

2 

9 

1 1  

1 

100 

1980 

7 

17 

22 

4 

12 

19 

74 

4 

13 

17 

2 

100 

The 1980 results have been derived from a reanalysis of the 1980 returns 

The relatively small number of separate I R  departments reported is a 

reflection of the small number of group head offices cover ed by the 

survey. 
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3.4 Industrial relations training 

The survey endeavoured to ascertain what industrial relations training 

had been given, was still required and who should be responsible for 

providing training in the nine areas listed in the previous report, 

namely, 

I R  strategies 

I R  structures 

I R  legislation 

I R  on the shop floor 

Employee representation 

Communication 

Equal Employment Opportunity strategies 

Collective bargaining 

Negotiation skills 

3.4.1 Industrial relations training given and required 

Question 18 presented some difficulty with its request for the numbers 

that had been or required training. It appears t his information was 

often not available and this possibly caused a number of respondent s to 

omit the question which must cast some doubt on the conclusions in 

section 3.4.1. 

Tables 3.4.1.1 and 3.4.1.2 show that while the percentage of 

establishments with staff who have receiverl IR training of any kind has 

remained relatively constant, the percentage reporting a need for 

training has fallen. This might be an artefact of the question as 

mentioned earlier, it might reflect the pruning of expenditure that 

normally takes place during a recession or it might indicate a decline in 

the demand IR training to a more stable level after the initial surge in 

1980. On the other hand a number of respondents reported running or 

plannng comprehensive training programmes for all sections of staff. 
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Table 3. 4. 1. 1  Training of Industr ial Relations Specialists in 

Establishments with Staff Specifically Responsible 

for Industrial Relations* 

No. of �� of 

respondents 
respondents 

with 
specialist 

staff 

1983 1980 1983 1980 

Specialists have had some training 110 82 69 70 

Specialists require some training 79 70 50 60 

Staff Speci fically Responsible for I R 159 117 70** 64** 

* Both full- and part-time. 

** Percentage based on total respondents. 

Table 3. 4. 1. 2 Training of Non-specialists and Employee Representatives 

in All Establishments 

No. of % o f  

respondents respondents 

1983 1980 1983 1980 

Non-specialist have had some Training 144 1 ·1 4 63 62 

Non-specialists requi re some Training 129 13 3 57 72 

Employee Rep resentatives have had some 
Training 124 100 55 54 

Employee Representatives require some 
Training 113 120 50 65 
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3. 4. 1. 1  Training of specialists 

The most important need for training is still in negotiation skills and 

collective bargaining. Most trai�ing appears to have been done on I R  on 

the shop floor and I R  strategies, structures and legislation - see tabl e  

3 . 4. 1 . 2. 

3. 4. 1.2 Training of Non-specialists 

The need for training non-specialists appears to be greater than that for 

specialists and the main areas are I R  on the shop floor, negotiation 

skills and strike handling. Most training fo r Non-speciali sts has been 

on I R  on the shop floor. 

3. 4. 1. 3 Training of employee representatives 

Training requi rements appear to have decreased markedl y. As there is no 

cor responding increase in the percentages of establishments reporting 

that employee representatives had received training, it woul d seem that 

there has been some reassessment of the need to train employee 

representatives. The areas where most establishments reported that 

training had been given and where there still  was need for training were 

employee representation and communication. 



T able  3 . 4 . 1 . 3 I ndustr ia l  Rel ations Tra i ni ng Given and Requi red 

Numbers of  Responding Establ ishments 

e--, 

I R Specia l ists Non-Speci alists 

Require Require  
T r ained T raini ng T rained T ra ini ng 

1983 1 980 1983 1980 1983 1980 1983 1980 
·-

I R  Str a t egies 113 70 56 52 75 69 73 84 

I R Str uct u res 122 79 49 42 97 79 77 76 

I R  Legisl ation 118 71  58 51  83 57 77 75 

I R  on the Shop Floor . 97 52 45 51 106 50 90 82 

Employee Representat i on 91 72 34 29 82 73 59 45 

Communication 101 69 38 41 101 69 72 75 

E E O  Strategies 54 44 45 42 35 31  47 77 

Col l ecti ve Bargaining 91  63  61  54 66 42 78 86 

Nego t i a t ion Ski l ls 96 60 64 60 78 53 86 96 

Str ike Handl i ng 92 - 58 - 68 - 84 -

Employee 
Representatives 

Requ i re 
T rained Training 

1983 1980 1 983 1980 

31  27 40 60 

67 49 51  65 

50 35 56 68 

72 43 64 85 

100 79 74 64 

80 60 65 81 

15 15 33 59 

32 30 54 80 

39 37 59 81 

10 - 42 -

Ul 
C) 



Table 3. 4. 1. 4 Industrial Relations Training Given and Required 

Percentages of  Responding Establishments 

I R  Specialists Non-Specialists 

Require Require 
Trained Training Trained Training 

1983 1980 1983 1980 1983 1980 1983 1980 

I R  Strategies 50 38 25 28 33 38 32 46 

I R  Structures 54 43 21 23 43 43 34 41 

I R  Legislation 52 39 25 28 36 31 34 41 

I R  on the Shop Floor 43 28 20 28 46 27 39 45 

Employee Representation 40 39 15 16 36 40 26 24 

Communication 44 38 17 22 44 38 32 41 

E E O  Strat egies 24 24 20 23 15 17 21 42 

Collective Bargaining 40 34 27 29 29 23 34 47 

Negotiation Skills 42 33 28 33 34 29 38 52 

Strike Handling 40 - 25 - 30 - 37 -

Employee 
Representatives 

Require 
Trained Training 

1983 1980 1983 1980 

14 15 18 33 

29 27 22 35 

22 19 25 37 

32 23 28 46 (j1 

44 43 32 35 

35 33 29 44 

7 8 14 32 

14 16 24 43 

17 20 26 44 

4 - 18 -
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3 . 4 . 2  Sources of industrial relations training 

Table 3 . 4 . 2 . 2 .  shows that industrial relations departments, consultants 

and universities are still seen as the main sources for training 

industr ial relations specialists but more now look to consultants. The 

industrial relations department has been displaced by the training 

department as the maj or source of training for non-special ists and 

employee representatives. An expected development as the field becomes 

better known . 

Table 3 . 4 . 2 . 1  Perception of Train ing Sources 

Numbers of Responding Establishments 

I R Specialist Non-Specialist 

Source of Training 1983 1980 1983 1980 

Industr ial Relations 

Department 63 57 90 69 

Personnel Department 40 38 81  67 

Training Department 47 33 106 55 

Joint Employer/Employee 

Organisation 36 30 27 29 

Employer Organisat ion 47 41 38 31 

Trade Uni on 17 · 17 6 5 

Outs ide  Consultants ·1 24 76 70 42 

Government Agencies 37 25 1 0  5 

Univer sities 1 08 90 2:5 17 

Employee 

Represen t ative 

198 3  1 980 ---
87  68 

75 67 

95 61 

43 34 

1 9  1 7  

71 36 

47 37 

6 8 

12 1 0  
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Table 3. 4. 2. 2  Perception of Training Sources 

Percentages of Responding Establishments 

I R Specialist Non-Specialist 

Source of Training 1983 1980 1983 1980 

Industrial Relations 

Department 28 31 40 38 

Personnel Department 18 21 36 36 

Training Department 21 18 47 30 

Joint Employer/Employee 

Organisation 16 16 12 16 

Employer Organisation 21 22 17 17 

Trade Union 8 9 3 3 

Outside Consultan ts 55 41 31 23 

Government Agencies 16 14 4 3 

Universities 48 49 10 9 

Employee 

Representative 

1983 1980 

38 37 

33 36 

42 33 

19 18 

8 9 

31 20 

21 20 

3 4 

5 5 



3.5 Future development 

54 . 

The following table gives an indication of proposed development in the 

I R  field. The emphasis is clearly on training. Unfortunately similar 

data is not available for 1980 . 

T able 3.5.1 Plans for Developing the I R  Function 

Nature of Future Development 

Intend to develop an I R  System 

Appoint more I R  Specialists 

Train Staff (All Levels) 

Revise Present I R  Policy 

Revise Present I R  Procedures 

Extend the Present I R  System 

Consolidate and Improve the 

Present I R  System 

Decentralise the Present System 

to Branches 

Set up a Collective Bargaining 

Structure 

Train Worker Representatives 

Revise Employment Strategy 

No of 

Respondents 

20 

19 

64 

4 

7 

4 

3 

12  

14 

6 

2 

Note: The table contains multiple responses. 

% of Total 

Respondents 

9 

8 

28 

2 

3 

2 

1 

5 

6 

3 

1 
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4. SUMMI NG UP 

The survey has shown that over the past three years information and 

experience has accumulated to the point that it can be formalised and it 

is now incorporated in written policies in most large establishments. 

The process has been facilitated by the concentration of control that has 

taken place. There are undoubted cost benefits in assembling scarce 

expertise and setting up specialist industr i al relations departments at 

the head offices of large groups to provide high level indust rial 

relations services to subsidiaries. The formalisi ng of policy and 

procedures is a necessary element for the successful operation of such a 

system. 

Other advantages of formal policies are consistency and the provision of 

a framework within which it is easier to take decisions ; both important 

in industrial relation where inconsistency provides opponents with 

leverage and rapid decision-making is often required. 

The pressure of industrial relations on li ne management at establishment 

level and the increasing value of specialised knowledge has l ed to the 

shifting of responsibil ity for decision-making on industrial relations 

and personnel matters to the personnel department and the creation of 

specialist sections within it. In some cases these sections are directly 

responsible to top management, but more frequently they report to the 

personnel manager suggesting that industrial relations is being seen as 

an extension of the personnel function, a natural approach as many of the 

elements of the personnel function are intimately connected with 

industrial relations. Another feature of the broadening of this function 

is the relatively frequent use made of employee representative committees 

for consultation and advice on industrial relations matters. 

The survey also shows that in comparison with overseas experience contact 

with trade unions is  still at a low level, even for establi shments 

falling under an indust r ial council. The new uni ons are mostly general 

unions and, if overseas experience is any guide, the nature of their 

membership compels them to pay a great deal of attention to working 

conditions at establishment level. These unions have had a difficult 
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time during the cur rent recession, but they can be expected to make 

considerable advances in both membership and organisation when conditions 

improve. This means that a large increase in contacts at the level of 

the factory floor can be expected which has important implications for 

training and organisation. Contrary to the downturn in training 

requirements reported in the survey, increased contact will requi re 

increased training of line management from supervisor to plant manager 

level in negotiation skills and I R  on the shop floor. Structures and 

procedures will be required for handling daily or weekly contacts and 

specialist I R  sections will need to be enlarged for processing the 

routine work thereby generated. 

The increasing sophist ication of the new unions and the attention they 

are paying to law and sa fety will require a cor responding enla rgement of 

the scope of the industr ial relations function at establishment level 

because this is the point at which confrontation on these issues can most 

easily be contained. The personnel departments' low level of involvement 

in decision-making on industrial safety and the small requirement for the 

training of specialists in I R  legislation reported by this survey can 

therefore be expected to r ise, increasing the demand for training in 

these areas. 



APPEND I X  A 

Covering letter, questionnaire, reminder and letter to head offices. 
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National I nstitute for Personnel  Research 

PO Box 324 1 0, Braamfonteln, 20 1 7  South Africa • Telex 3·630 SA. Telegrams Navorspers. Tel .  (01 1 )  39-4451 

Our ref. Your ref. 

Dear S i r/Madam 

N I PR I ndu s tr i a l  Re l at i ons Survey , 1983 

I n  res ponse to important  changes i n  the fi e l d  of i ndus tr i a l  re l ati ons , the 
N I PR carr i ed ou t a su rvey i n  l a te 1980 , to es tab l i s h the l eve l  of deve l opment 
of I R  i n  three key sectors of the economy , name l y  mi n i ng ,  manufactur i ng and 
cons tru ct i on .  

As a resu l t  of excel l ent cooperati on  from i ndus try the survey prov i ded i ns i gh t  
i nto t h e  deve l opmenta l needs i n  the fi e l d at  that  t ime . Th i s i nformat i on was 
pub l i s hed i n  the N I PR report PERS 332 "A Survey of I ndu s tri a l  Rel at i ons i n  the 
Transvaa l 1 1 . 

The survey a l so  prov i ded a base l i ne from wh i ch deve l opment cou l d  be measured 
i n  subsequent years . The present survey i s  i ntended to s how what  deve l opments 
have taken p l ace i n  IR s i nce 1980 . 

Wi l l  you p l ea se comp l ete the ques t i onna i re and retu rn i t  i n  the enc l osed 
addressed envel ope before ·lu,;Al.,tjUf>I:' 1983 

The resu l ts wi l l  be pub l i shed i n  a report avai l ab l e  from the N I PR .  Pre l i m i nary 
resu l ts wi l l  be ava i l ab l e on request .  

Your res ponses i n  the ques ti onnai re wi l l  b e  trea ted a s  confi dent i a l . 

I f  there are any d i ffi cu l t i es i n  answeri ng the quest i onna i re p l eas e  phone me 
at { 01 1 )  39- 4451 . 

Thankyou for your co- operati on , 

Yours fa i thfu l ly 

R S  HALL 
HEAD . I NDUSTRIAL RELATI ONS GROUP 
for CH I EF D I RECTOR 
NATI ONAL I NSTI TUTE FOR PERSONNEL RESEARCH 

Please address correspondence to the Director, National I nstitute for Personnel Research 
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National I nstitute for Personnel Research 

P O  Box 324 1 0, Braamforitein, 20 1 7  South Africa • Telex 3-630 SA. Telegrams Navorspers Tel .  (01 1 )  39-4451 
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Our ref. R Ha l l / s v  Your ref. 

1 983 . 08 . 02 

Dea r S i r  /Ma dam 

We recen tl y s en t  you a ques t i onna i re to c omp l ete for a s u rvey of i ndus tri a l  
re l a t i on s  i n  the Tra n s vaa l .  

As s ta ted i n  the cover i nq l etter , th i s  i s  a fol l ow-u p  to the s u rvey conducted 
i n  1 980 and i s  i n tended to s how the advances tha t ha ve been made i n  i ndus tr i a l  
re l a ti on s  pract i ces i n  the M i n i ng Manufa c tu r i ng a nd  Con s tru ct i on I ndus tr i es over 
the per i od .  ' 

I t  i s  pos s i bl e  tha t you ha ve comp l eted and  returned the quest i on na i re but have 
preferred to rema i n  anonymous , i n  wh i c h  ca se  p l ea se i gnore th i s  l etter . On the 
other hand i f  you ha ve not  rece i ved a ques t i onna i re becau se i t  went  a stray i n  
the pos t or  have rece i ved one b u t  ha ve not  ye t returned i t ,  p l ea se comp l ete the 
enc l osed q ues t i onna i re and  return i t  a s  s oon a s  pos s i bl e .  

We a re anx i ous  to ha ve these retu rn s a s  qu i c kl y  a s  poss i b l e s o  tha t we can process 
and  p ub l i s h the i nformat i on wh i l e  i t  i s  s t i l l  fresh . 

Yours fa i thfu l l y  

I<. S .  Noll 
R S  HALL 
HEAD : I NDUSTR IAL R ELAT I ONS GROUP 
for CH I EF D I RECTOR 
NAT I ONAL I NST I TUTE FOR PERSONN EL RESEARCH 

;.: , P:01 SP address correspondence to t he  O , rec to r .  Ncit 1onc1 i  I nst itute for Personnel Research 
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Counci l for Scientif ic and I nd ustrial Research 

National I nstitute for Personnel Research 

P O  Box 3241 0, Braamfontein, 201 7 South Africa • Telex 3-630 SA, Telegrams Navorspers, Tel .  (01 1 )  39-4451 

O u r  ref. Your  ref .  

R S  Hall/ndv 

n 
�1i, 

1 983.08.26 

Dear S H, 

T he Nat i onal I nst i tut e  for Pe rsonnel Research (CS I R) is cur rent l y  repeat ing 
t he sur v e y  of indust r i al r e lat i ons processes or i q i nal l y  car r i ed out i n  1980. 
The purpose is t o  det 3 rm i ne what deve l opmen ts  have t aken place i n  i ndust r i al 
re lat i ons pol i c i es and i n  i ndust r i al re l nt. i ons organ i sat i on ,  p rocesses and 
l r a i n i nq s i nce 1 980. T h i s  i n format i on w i l l  he pub l i shed and should  be use ful 
l o  t hose p lann i nq fur t he r  dev e l opment  i n  i ndust r i al relat i ons and t o  
orqan i sat 1 ons enqaqed i n  i ndust r i al r e lat i ons t rai n i ng. 

E ven be fo re  t he r e t urns have been processed,  i t  has become cl ear t hat t he re 
has been a consi de rable de v e l opment and concent rat i on of indust r i al re lat i ons 
se r v i ces in hold i ng compan i es. T hus whi le t he or i g i nal speci fi cati ons for 
t he sample reg i st e r ed  compani es i n  t he T ransvaal wi t h  more than 500 
empl oyees i n  t he econom ic  sect ors of mi n i nq, man factur i ng and const ruct i on -
we re  reasonab l y  adequat e for 1980. I t  1 s  cl ear t his  wi l l  se r i ously 
unde r est imate deve l opment s i n  t he i ndust r i al r e l at i ons f i e ld i n  1983  as 
hold i ng compan i es are gene ral l y  placed l n  t he  f i nanci al sect or. 

I t  wi l l  nol he easy t o  reconci l e  t he dat a for t he two years, but _i t wi l l  
ass ist g reat l y  i f  you woulrl compl e t e and re t urn t he encl osed quest ionnaire 
for you r  company as a hPad offi ce. Would you al so pl ease furn i sh us wi t h  a 
l i st of t he subs i d i ar i es or branches for whi ch y ou prov i de i ndust r i al 
relat i ons se rv 1 ces  and whi ch con form t o  t he above de f r n i t  i on so t hat we can 
check  t he sP Hqa i 1 1st o u r  l i st . T he subs t d i a r i es should  have rece i ved 
quest i onna i res  t h r ouqh t he pos t  and -:omplP t erl t hem i nd i v i dually. 

Should  you fi nd i t  easi e r  t o  comple t e t he quest i onna i re for t he whole company 
- head off i ce and subs i d1 ar i es comb i nerl - t hen do so, but please s t i ll supply 
a l i s t  o f  subs i d r n r i es so t hat we can el i m i nat e dupl i cat i on i n  cases whe re  
subs i d i ar i es have made separal P r e t ur ns. 

P lease address correspondence to the D i rector, Nat ional  I nst i tute for Personnel  Researc h 



2. 

WP- req re t  lo  have lo  put y ou lo  l h 1 s i nconveni ence , but the addi t i onal 
i nformat i on w i ll q reat l y  enhance t he v a lue of t he i nformat i on we publi sh. 

Should you already have rece i ved and ret ur ned a quest ionna i re on t he above 
li nes ,  please i qnore th i s let t e r . We t hank you for maki ng t he re t urn. 

Yours fa i t hfully , 

R S  HALL 
HEAD : INDUSTRIAL RELATIONS GROUP 
NATI ONAL INSTITUTE FOR PERSONNEL RESEARCH 



Name of person who may be cont a ct ed i n  con nect i on wi t h  thi s ret urn ----
Tel ephone numbe r _______ ___ _ _________ _ 

Dat e ����-

Wou l d you l i ke t o  rec ei ve a p re l i mi n a ry report on t he most i mport a nt 
re su l t s ?  

P l ea se ret u rn t o : 

tJat i on «1 l l n • . t 1 t u t c  1 o r Pe r � on n c 1  Res e<1 rch  ( CS I R )  

P O  Box  324 1 0  

8�AAMFONTE I N  
20 1 7  

A n  addres s ed a nd st amped e n v e l ope i s  enc l o s e d . 





1 .  

SURVEY OF I NDUSTR I AL REL AT I ONS I N  THE TRANSVAAL : 1983 

I NSTRUCT I ONS 

Thi s survey covers a number of areas rel at ed to i ndust ri al rel at i o ns 
wi t hi n an organi sat i on .  The ai m i s  to provi de i nsi ght i nt o  the current 
st ate of i ndustri al rel at i ons i n  t he Tra nsvaal . 

If  t h i s study i s  to be useful i t  i s  i mport a nt t hat you answer each 
quest i on as thoughtful l y  and frank l y  as possi b l e .  

P l ease mark that opt i on whi ch best descri bes your orga ni sat i on wi t h  a 
cross ( x ) . If more than one opt i on of a parti cul ar questi on i s  
app l i cabl e ,  pl ease mark a1 1 ·  appropri ate a lternati ves . 

Defi ni t i ons have been provi ded for al l words marked * .  

I f  you feel that the format o f  thi s quest i onnai re prevents you from gi vi ng  
a nswers whi ch accurately refl ect your work si tuat i on , a ddi ti onal  comments 
are i nvi ted i n  quest i ons 21-23 



SECT ION 1 PART ICULARS OF YOUR ESTABL ISHMENT* 

1 .  Please indicate into whi ch of the following di visions of Economic 
Acti vity your establ i shment* falls . 

Mi ning & Quarrying 

Manufacturing 

Const ruct i on ,  Bui 1 di ng , Ci vi 1 Engineering 

-+-� 
3 

2 .  a )  How many people are i n  your employ today including permanent , 
tempera ry and cont ract /mi grant emp 1 oyees ? 

Total Employed ���--� 

b )  Please indicate the numbers of each race group employed in  your 
est ab 1 i shment . 

Asi a n s  

Blacks 

Coloureds 

Whites 

*For defi ni t i on see page 6 .  



3 .  

3 .  The i nformat i on requi red i n  the quest i onnai re concerns on l y  you r 
establ i shment . P l ease i ndi cate whether th i s i s  a head offi ce or a 
branch ( subsi di ary ) .  

Head offi ce 1 

B ranch or subsi di ary 2 

Independent fi nn wi thout branches 3 

Other ( speci fy ) 

4 .  If a head offi ce , how many branches do you provi de Indust ri al 
Rel at i ons servi ces for? 

If ei ther a head offi ce or a branch ( subsi di ary ) : 
- --·------- -··--

a }  Does head offi ce lay down the overa l l 
i ndust ri al rel at i ons pol i cy ?  

b }  Does head offi ce lay down the 
i ndust ri al rel ati ons st ruct ures and 
procedu res at branches? 

c }  Does head offi ce handl e negot i at i ons 
over work i ng condi t i ons at branches? 

d )  Does head offi ce moni tor di sci p l i nary 
and gri evance act i ons at branches? 

e }  Are st ri kes handl ed by head offi ce? 

Yes No 

1 2 

1 2 

1 2 

1 2 

1 2 

Pa rt l y  N/A 

3 4 

3 4 

3 4 

3 4 

3 4 

f )  If the answer to e )  i s  1 1yes 1 1 o r  1
1part l y 1 1

, when does head offi ce 
step i n ? ----------·-----· 



4 .  

SECT I ON 2 .  THE I NDUSTR IAL RELAT I ONS POL I C Y  OF YOUR ESTABL ISHMENT 

5 .  Do you have a formal pol i cy on I ndust ri al Rel at i ons?  

W ri tten 1 

U nwri tten 2 

No 3 

6 .  Do you have an act i on procedu re for dea l i ng wi t h  st ri kes , work 

st oppages , et c . ?  

Wri tt en 1 

Unwri tten 2 

No 3 

I f  you have an swered 1 No 1 to  bot h 5 and  6 ,  omi t Quest i on 7 .  



5 .  

7 .  By what means  have these pol i ci es been communi cated to empl oyees ? 
( mark a l l app l i cabl e )  

Not communi cated t o  emp l oyees 

Wri tten document s ci rcu l ated 

B ri efi ng groups 

E xp lai ned duri ng ori entati on/i nduct i on 

I n forma l l y  communi cated 

Communi cated to worker representat i ves 

Communi cated vi a an i n-house magazi ne or 
news l etter 

Other ( speci fy ) 

8 .  Are you covered by 

An I ndu stri al  Counci l 

A Wage Determ i nati on* 

* For defi ni t i ons see page 6 

Agreement * 

1 

2 

3 

4 

5 

6 

7 

Yes No 

1 2 

1 2 



6 .  

DEFINITIONS 

1 )  *Establishment 

An oy,ganised staff of employer's and employees opePating within OP 

fPom a single pPemises (possibly compPising sevePal bui ldings ) . 

Head office, subsidiaPies and bPanches ape considePed sepaPate 

establishments. 

2 )  *IndustPial Council  agPeement 

The IndustPial Council is a voluntapy body, which must be Pegister1ed, 

and whose function is to endeavour' by the negotiation of ag-r1eements, 

OP othePWise, to pPevent disputes fy,om aPising and to settle  disputes 

that have aPisen, and to take such steps as it may think expedient to 

bPing about the Pegulation and settlement of rrattePs of mutual 

intePest to employePs and employees 

An IndustPial Council can be foPmed by a PegistePed tPade uni-on ( o r1  

g-y,oup of tr1ade unions ) together' with any number' of emp l o  yeps OP 

employer' associations. 

3 ) *Wage DetePmination 

A wage Pegulating measup� in tePms of a de ter�mination made under' the 

Wage Act or Labour Relations Act . 

A Recognition agpeement is an agpeement bet-:.Jeen a tPade union, on the 

one hand, and an employer', on the other' hand. In tePms of this 

agPeement the tPade union is Pecognised as the r1epr1esentative of aU 

OP some of the employees of the employer' who ape member's of the 

umon, ins of aP as th ·is r-epPesentation is detai led in the agPeement 

(Pir·on : 1 .982 ) 



7 . 

9a . Do you have any contact wi t h  a Uni on?  

Yes 1 

No 

9b ( i  ) I f  you have any recogni t i on agreements p l ease i ndi cate  t he  

uni ons i nvol ved ( u se t hei r i ni t i a l s )  

( i i  ) I f  you are subj ect to any I ndu st ri a l  Cou nci l Agreement s pl ease 

i ndi cat e  t he I ndu st ri al Counci l s  

( i i i  ) I f you negoti ate wi th  Uni ons over wages and worki ng  condi t i ons  

out s i de recogni t i on and  i ndust ri a l  counci l agreement s ,  pl ease 

i ndi cate  t he u ni ons 

( i v ) I f you have ot her forms of cont act wi th u ni on s ,  p l ease speci fy 

t h e  form of the  cont act and the  uni ons i nvol ved 

10 Do you have an i nternal  Emp l oyee Repres entat i ve Commi ttee*?.--
�--�� 

Yes 1 

No 2 

*For defi ni t i on see page 10 . 



8 . 

1 1  I n  devel opi n g  an  i ndu st ri a l  re l at i ons  pol i cy a n d  procedu re s , whi ch 

organi sat i ons h a ve you recei ved a s s i st a nce from? 

I n st i t ute  for I ndu st ri a l  Rel at i on s ( J oh a n nesbu rg ) 1 

I n sti t ut e  of L abou r Rel at i on s  ( Un i  s a , Pret ori a )  2 

Uni vers i ty ( speci fy )  3 

Empl oyer  Orga ni s at i on ( speci fy ) 4 

Empl oyee Orga ni s at i on ( s peci fy )  5 

Other  compani es  ( speci fy ) 6 

Con s u l t a nt s  ( speci fy ) 7 

Ot her ( speci fy ) 



9 .  

*Redundancy 

Reduction in the labour force of an enterprise, company, or office owing 

to a closure, technical change, re-organisation, or a diminution in 

economic activity. 

*Codes of employment pPactice 

Codes that have been dPawn up by VaPious individuals OP gpoups ( e. g. 

Sul livan, EEC, SACCOLA/URBAN FOUNDATION) . These codes lay down employment 

standaPds accoPding to which companies systematical ly tPy to pPovide faiP 

and equal oppoPtunity consistently thPoughout the organisat·ion fop aZ Z 

employees. 

*CorpoPate social Pesponsibil ity (intepnal and extePnal ) 

This PefePs to the company ' s  concern fop social priorities, inasmuch as 

business fiPms are expected to sePve a wideP range of human values and to 

contPibute moPe to the quality of Zife than only pPoviding goods, sePvices 

and emp loyment . .TntePnal coPpoPate PesponsibZity Pefeps to the company ' s  

concern fop the genePal wel l-being of its own staff, whi lst extePnal 

coPporate Pesponsibility refePs to the company ' s  debt to, and concePn foP, 

the enviPonment at laPge. 

*Black advancement 

Effopts being made towaPd the deve lopment and tPaining of Black WoPkePs in 

particulaP, in tePms of the codes of employment practice. This entails 

ensuPing that Blacks aPe pPovided with the oppoPtunities commensupate with 

theiP potential, and that legal and otheP PestPaints are Pemoved. 

*GPievance pPoceduPe 

A formal system fop handling an employee ' s  exp r1ession to nnnagement of 

discontent OP a be lief that an injustice has been suffePed in a 

job-related nnttep. This PepPesents the pPoceduPe to be fol lowed by the 

pePson with the complaint, as we ll as the manneP in which vaPious Pe levant 

paPties (e. g  woPkeP PepPesentative; supePvisoP ) aPe expected to Pespond. 
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*DisciplinaPy pPoceduPe 

A pPoceduPe established fop dealing with instances, in which employees ape 

al leged to have been involved in unacceptable behaviouP, by pPescPibing 

disciplinaPy action to be taken when PequiPed. 

*DownwaPd communication systems 

This is the impaPting of infoPmation within an oPganisation fPom the top 

downwaPd. Such systems most  often sePVe two puPposes : 

( 1 ) infoPming employees of theiP job Pesponsibilities and of theiP 

impoPtance within the oPganisation and 

( 2 ) enlisting the undePstanding and suppoPt of employees about management 

objectives. 

The actual link in this chain of downwaPd communication is the 

Pe lationship between supePvisoP and suboPdinate who in tuPn ·infoPms 

his/heP suboPdinate and so on. One example of downwaPd communication 

z.uould be bPiefing, anotheP �xample would be the use of a buUetin/notice 

boaPd. 

*Employee PepPesentative committee  

A body of people who ape chosen fPom within an oPganisation to  make 

r-epPesentation to rrunagement on behalf of the woPkePs, oveP and above 

theiP Pegular' day-to-day job. FoPmal meetings ape held by management and 

wor>ker representatives, either jointly or separ>ately, for considering 

woPk-Pelated issues. 

*LabouP/Management conflic t 

LabouP/management confl.ict aPises f Pom conflict of intePest. If this 

cannot be Pesolved by negotiation, a stPike OP lock-out rruy Pesult. 
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12 Do you have a formal policy on items 1-22 below?  I f  so , please 
indicate which classes of employees this policy appli es to . ( I f you 
do not have such a policy please leave blank ) .  

Function Asians Blacks  Coloureds Whites 

1 .  Recruitment 1 2 3 4 

2 .  S election 1 2 3 4 

3 .  Induction 1 2 3 4 

4 .  Training and Development 1 2 3 4 

5 .  J ob Eva 1 uat i on 1 2 3 4 
-----

6. Wage Scales 1 2 3 4 

7. Fringe Benefits 1 2 3 4 

8 .  Employee Promoti on 1 2 3 4 

9. I ndustrial Safety 1 2 3 4 

10 . Redundancy* 1 2 3 4 
___ ,-, 

1 1 . Codes of Employment Practice* 1 2 3 4 

1 2 . Corporate Socia 1 Responsibility : 
E xternal* i 1 2 3 4 

1 3 . Corporate Socia 1 Responsi bi 1 i ty : '. 
I nterna 1 * 1 2 3 

1 4 . Black Advancement* ! 1 2 3 4 

1 5 . Gri evance Procedure* 1 2 3 4 

1 6 . Di sci p l i nary Procedure* 1 2 3 4 

1 7 . Downward Communication Systems* 1 2 3 4 

18 . Employee Representation : Unions* 1 2 3 4 

1 9 . Employee Representation : 
Employee Representative 
Committee* 1 2 3 4 

20 . Labour/Management Conflict* 1 2 3 4 

2 1 .  Strike  Handling Procedure 1 2 3 4 

22 . Other { speci fy ) 1 2 3 4 
--

For definitions see page 9 and 10 
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13. Bel ow are li sted va riou s areas rel ated to personnel management and persons  
who mi ght be i n volved . 
Please i ndi cate i f  they make the actual  pol i cy deci si ons ( Mark col umn D )  or are 
con su lt d b f  1 ·  e e ore QO 1 cy d ec, s 1  ons 

I .R  

F u nct i on Spec i a l i st 

D A 

Recru i tment 

Se l ect i on 

I ndu ct i on 

Tra i n i n g and 

Deve l opment 

Job Eva l u at i on 

Wage Sca l es 

Fr i n ge Benef i ts 

Emp l oyee Pro-

mot i on 

I ndu str i a l  Safety 1 
Redu ndancy* 

Codes of Emp ! oy-
ment Pract i ce* 

Corporate Soc i a l  
Respon s i b i  I i ty 
( Externa  I ) * 

Corporate Soc i a l  
Respons i b i  I i ty 
( I nterna  I ) * 

+ B l ack Advancement* I 

Gr i evance Procedures* 
I 

j 

0 i sc i p I i nary 

Procedures* 

Dow nward  Commu n i -

cat i on Systems* 

Emp l oyee Representat i on :  

U n i on s  

Emp l oyee Representat i on :  

Emp l oyee Representat i ve 
Comm i ttee 

: --
Labour/Management Con f I i  ct* i 

are ma d ( M  k e ar co umn A )  

I Emp l oyee 

Person ne l L i ne Representat i ve 
Department Management 'J n i ons  Cou nc i I Members 

,..-.----�-.----·- ----- �----
D A D A D A D A 

I 
! 

---

·-

·---

I 

i 

--

·---· 

I 

l l 



1 3 . 

SECT I ON 3 .  GENERAL I N DUSTR I AL RELAT I ONS FUNCT I ONS I N  YOUR ORGAN I SAT I ON 

14 . I s  a member of the board of di rect ors responsi b l e 

for I n du st ri a l  Rel at i ons fu nct i on s ?  

Yes 

1 5 . I s  the person di rect l y  respons i b l e for 

I ndu st ri al Rel ati ons fu nct i ons a member 

of seni or mana gement ? 

16a . Do you have empl oyees who a re s peci fi cal ly 

respons i b l e for I ndu st ri a l  Rel at i ons 
( exc l u di ng emp l oyee represent at i ves ) ?  

1 6b . I f  ' yes ' ,  how many of t hese emp l oyees a re 
empl oyed i n  I n du st ri al Rel at i on s ?  

--
No 

Yes 

Yes 

No 

Fu l l t i me 

P art t i me 

1 

2 

1 

1 

2 

1 

2 
I 



1 4 . 

16c . To whom do these  I ndu st ri a l  Rel at i on s  emp l oyees report ? Pl ea se  stat e 

j ob t i t l e .  -----------------------------

1 7 a . I s  your I ndu st ri a l  Rel at i ons Funct i on : 

A S eparat e  Department 1 

Part of the  Personnel Department 2 

Ot her  ( s peci fy )  3 

1 7b . I f  separat e ,  i n  what yea r was th i s department i naugu rat ed? �------
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18 . SECT ION  4 .  TRA I N I NG :  

O n  t he fol l owi ng  tabl e appea rs a l i st of areas i n  whi ch I ndu st ri a l  

Rel at i ons t rai ni ng can be provi ded . P l ease i n di cat e  how many have 
recei ved t rai ni ng  ( u n der T }  and how many requi re t rai ni ng  ( u nder R )  of 

( a }  I . R speci a l i st s  

( b }  Non-speci al i st s ,  such a s  l i ne ma nagers 

{ c } Emp l oyee rep resent at i ves 
·-

IR Speci a l i st s 

T R 

Area of Trai ni n g  

I R  St rategi es* 

I R  St ructu res* 

I R  Legi s l  at i on 

I R  o n  t he S hop F l oor * 
--

Emp l oyee Represent at i on 

Commu ni cat i ons 

EEO St rategi es* 

Co l l ect i ve Bargai ni ng  

Negot i ati on Ski l l s  
---

5t ri ke Handl i ng  

Other ( S peci fy )  

--------'--

No Trai ni ng Requi red 

* See defi ni t i on s on page 16  

Non -Speci al i st s Empl oyee Rep s . 

T R T 

·-.----·-,__ 

---· 

··-

, ---

---
R 

·-

--

1--·---

·-
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*IndustPial Pe lations stPuctuPes 

IndustPial Pe lations stpuctuPes ape those stpuctuPes designed to Pegulate 

r'e lationships between Wor'keras and nunagement in a nunner' acceptable to 

both paPties . Examples of industPial r'e lations str'uctuPes inc lude 

committees, communication pPoceduPes, gr'ievance pPocedur'es, disciplinaPy 

pPoceduPes, Pel.JaPd systems, Pedundancy pPoceduPes etc. 

*IndustPial Pelations �tPategies 

IndustPial Pe lations str'ategies aPe the decision-making pPocesses involved 

in choosing appPopPiate appPoaches and al locating Pesour'ees to deal with 

industPial Pelations issues . A typical decision could involve deciding on 

the leve l of col lective baPgaining e.g. national,  industPy-wide OP company 

based. 

*IndustPial Pelations on the shop flooP 

The pPactice of industPial Pe lations pPoceduPes at that level  of the 

company ' s  opepation that involves fiPst- line super'VisoPs, foPemen, l.JoPkeP 

PepPesentatives and shop steuJaPds. 

*Equal employment oppoPtunity stPategies 

Equal employment oppoPtunity stPategies PepPesent techniques and systems 

fop achieving faiP and equal oppoPtunity fop al l minoPity gr'Oups employed 

by an oPganisation . 
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19 . Who s hou l d provi de I ndu st ri a l  Rel at i on s  trai ni ng for I R  Speci a l i st s , 

Non-Speci a l i sts a nd Emp l oyee Represent at i ves ? 

I R  Non- Emp l oyee 
Speci a l i st Speci a l i st Represent at i ves 

I n du st ri a l  Rel at i ons 1 2 3 
Depa rtment 

--

Personnel  Department 1 2 3 

Trai ni ng Department 1 2 3 

Uoi nt Empl oyer/Emp l oyee 
Organi s ati on 1 2 3 

Empl oyer Organi s at i on 1 2 
I 3 

Trade Uni on 1 2 3 

Out si de Consu l t a nt s  1 2 3 

Government Agenci es 1 2 3 

Uni versi t i es  1 2 3 

Ot her ( S peci fy ) 1 2 3 
--

20 . Pl ease  Descri be any pl a n s  you have for the  devel opment and/or 
expan si on of an IR Funct i on i n  your orga ni s at i on . 
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2 1 . S ECT I ON 5 .  THE QUEST I ONNA I RE 

Addi t i ona l comment s or quest i ons  

A s  ment i oned i n  the  coveri n g  l ett er , th i s que st i on provi des you  wi t h  an  

opport u ni ty to c l a ri fy a ny i s s ues to  whi ch you feel you were u nab l e to do 

j u st i ce i n  the cou rse  of the quest i on nai re . P l ea se  i ndi cat e to whi ch 

quest i ons  your comments a re rel at ed . 

2 2 . Di d you experi ence a ny di ffi c u l ty i n  

compl et i n g  t he  quest i onnai re? 

P l  ea se  gi ve det ai 1 s :  

L Yes 

l_ No 



19 . 

23 . P l ea s e  wou l d you provi de any ot h e r  comment s whi ch  you feel  are 

app rop ri at e .  



APPENDIX B 

A revised questionnaire for future surveys .  



1 .  

Address Label 

Name of person who may be contacted in connection with this return ----

Trading Name of firm (if dif ferent from the label ) 

Telephone number 

Would you like to receive a preliminary report on the most important 

results? 

Please return to: 

NO 

National Institute for Personnel Research (CSIR) 

P O  Box 32410 

BRAAMFONTE IN 

2017 

An addressed and stamped envelope is enclosed. 



2 .  

SURVEY OF I NDUSTRIAL RELATI ONS I N  THE TRANSVAAL : 1 98 

I NSTRUCT IONS 

This survey covers a number of areas related to industrial relations 

wit hin an organisation. The aim is to provide insight into the current 

state of industrial relations in the Transvaal. 

If t his study is to be useful it is important that you answer each 

question as thought fully and frankly as possible. 

Please mark that option which best describes your organisation with a 

cross (x). If more t han one option of a particular question is 

applicable, please mark all appropriate alternatives. 

Definitions have been provided for all words marked * 

If you feel that the format of this questionnaire prevents you from giving 

answers which accurately reflect your work situation, additional comments 

are invited in questions 21 -23 

If you are returning a questionnaire completed for a group please enclose 

a list of Transvaal subsidiaries with more t han 500 employees t hat have 

been included in the return. If there are variations between subsidiaries 

of a group please r eport the must typical of t he group. 



3 . 

SEC TION 1 PARTICULARS OF YOUR ESTABLISHMENT* 

1. Please indicate into which of the following division or divisions of  

Economic Activity your establishment* falls. 

2. 

Mining & Quarrying 

Manufacturing 

Construction, Building, Civil Engineer ing 

a )  How many people are in your employ today including permanent, 

temporary and contract/migrant employees? 

Total Employed 

b) Please indicate the numbers o f  each race group employed in your 

establishment. 

Asians 

Blacks 

Coloureds 

Whites 

*For definition see page 8. 



3. 

4. 

4 .  

a )  Pl ease  indicate whethe r  this ret u rn 1 s  for a group, a head 

office or a subsidiary or b ranch. 

! Group 

Head off ice onl y  
---------------
Head office which is simu l taneous ly  a 
subsidiary of a large r South  African group 

-----
Branch or subsidiary 

" diar i es Singl e firm wit hout  branches or  subs1  

Other (specify ) (e.g. a construct ion s i t e )  

b )  I f  you are a subsi diar y  of a lar ge r  group, pl ease ident i fy the 

group . 

I f  a head office 

a )  do you provide I R  services for subsi diar ies?  

b )  I f  yes , how many subsidiaries do you provide I ndustrial Re lat ions 

services  fu r ?  

S i z e  of  subs idiar ies  T r ansvaal Elsewhere 

Wit h  500 or more  employees  
----------�-·------1 

With fewe r than 500 employees  

c )  Are  I R  se rv ices provided for you by a higher level group head 

office ? 



5 .  

I f  either a head office or a subsidiary: 

(if y ou have subsidiaries respond as a head office ) 

d )  Does head office lay down the overall 
industr ial relations policy? 

e )  Does head office lay down the 
i ndustr ial relations structures and 
procedures at branches? 

f )  Does head office handle negotiat ions 
ove r working conditions at branches? 

g )  Does head office monitor disciplinary 
and gr ievance actions at branches? 

h )  A r e  strikes handled by head office? 

Yes 

--· 

No Part ly N/A 

f )  I f  the answe r  to h )  is "yes" o r  "partly " ,  whe!:) does head office 

step i n? 



6 .  

SEC T ION 2. THE INDUSTRIAL RELATIONS POLICY OF YOUR ESTABLISHMENT 

5. Do you have a formal policy* on Industrial Relations? 

Written 
--

Unwritten 

None 

6. Do you have an action procedure for dealing with strikes, work 

stoppages, etc.? 

Written 

Unwritten 

None 
-------------

If  you have answered ' No' to both 5 and 6, omit Question 7. 

*See definition on p.8. 



7 .  

7 .  By what means have these policies been communicated t o  employees? 

(mark all applicable) 

8 .  

Not communicated to employees 

Written documents circulated 

Briefing groups 

Explained during orientation/induction 

Informally communicated 
---· 

Communicated to worker representatives 
---- ·-

Communicated via an in-house magazine or 
newsletter 

Other (specify) 
-

a )  Are you covered by 

An Industrial Council Agreement* 

Wage Determination* 

Agreement between the Chamber of Mines and 
the Council of Mining Unions 

b) If covered by industrial council agreements please list the 

industrial councils 

* For definitions see page 6 
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*Est ablishment  

An  organised st aff of employers and employees  operat ing within or 

from a single premises ( possibl y compr is ing seve r al bu ildings ). 

Head office, subs idiar ies  and br anches are cons ide red separat e 

est ablishments  e ven if hou sed in the s ame bu ilding. 

* Industr ia l  Council agreement  

The Indust r i al Counc i l  is  a vo l un t ary body, which must  be regist e red, 

and whose funct i on is t o  endeavour  by the nego t iat ion  of agreements, 

or o the rwise, t o  pre vent disputes from ar ising and t o  set t le disputes 

t hat have  ar isen, and t o  t ake such steps as it may think expedient t o  

br ing about t he regulat ion and s e t t lement of matt ers o f  mutual  

interest  to  empl o yers and emplo y ees  

An Industrial  Counci l can be formed by  a registered tr ade un ion ( o r  

group o f  t rade u n i ons ) t ogether w i t h  any number o f  employers or 

emplo yer associ at ions. 

*Wage Det ermination 

A wage regulating  measu r e  in terms of a det erminat ion  made unde r  the 

Wage Act or L abour Relat i ons Act. 

*Recogn i t i on agreement  

A Recogn i t ion agreement is  an  agreement between a t r ade uni on, on the 

one hand, and an employer,  on t he other  hand. I n  t e rms of this 

agreement the tr ade union is recognised as the represent at i ve of a l l  

o r  some o f  t h e  empl oyees  o f  the employ er who a r e  members o f  the 

union, insofar as this r epresentat ion is det a i l ed in t he agreement 

( Pi ron : 198 2 ) 

*Formal po l icy 

A po l icy  which has been  agreed on by t op management and communicat ed 

to  subordinat es. 

* Closed Shop 

Employment in an est ablishmen t  1s condi t ional on membe rship of a 

speci fied t r ade union. 



9 .  

9a. Do you have any contact with a union or unions 

b. I f  yes, how frequently ? 

c. Please give t he ini t ials o f  the unions. __ _ 

j ves I No J 

d. I f  y ou have signed or are negot iating any recognit i on agreements* 

with specific unions please indicate the unions involved ( use their 

initials )  

e. I f  you are subject to  a closed shop* please indicate the unions in 

whose favour it is -----------·---· 

f. I f  you negot iate with unions over wages and wor k i ng conditions 

outside indust rial council or the Chamber o f  Mines agreements ,  p lease 

indicate the unions 

g. How many shop stewards do you o fficial l y  recognise in your 

establ ishment ? 

,-=�] 

* For definit ions see page 8 
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h. What facilities do you provide for shop stewards? 

Check off* 

Time off during working hours for union business 

Freedom to recruit 

Use of notice boards 

Office space 

Use of telephones 

Free access to a management representative 

Leave to attend union meetings or training courses 

Other (please specify 

For which unions? 

i. Do shop stewards or union represent atives participate  in IR 

structures or procedures? 
Shop stewards committees 

Grievance pruceedures* 

Disciplinary procedures* 

Redundancy procedures* 

Safety committees 

For which unions ? 

j . If you have other forms of conta9t with unions, please specify the 

form of the contact and the unions involved 

*For definitions see page 1 4  
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k. Have you had a str ike or work stoppage 
since 1983? 

How many in the past year? 

In how many was a union involved in 
negotiating a settlement? 

Which unions? 

Work 
Strike Stoppage 

Yes No Yes No 

10a. Do you have an internal Employee Representative Committee*? 

b. How many such committees? 

c. What is the title of the most senior management representative who 

meets with the Committee? 

d. What is the average number of worker representat ives  on such a 

committee? 

e. Are the worker representatives 

f. What matters are discussed by the Employee Representative Committees? 

*For definitions see page 14. 
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11. In developing an industrial relations policy and procedures, from 

which organisations have y ou received assistance over the pa s t  year? 

Rank in order of imporance to you (1 highest, leave item blank if 

not used). 

Institute for Industrial Relations (Johannesburg) 

Institute of Labour Relations (Unisa, Pretoria) 

University (specify) 

Employer Organisation (specify) 

Employee Organisation (specify) 

Head office 

Other companies (specify ) 

Consultants (specify) 

Other (specify) 
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*Redundancy 

Reduction in the labour force of an enterprise, company, or office owing 

to a closure, technical change, re-organisation, or a diminution in 

economic activity. 

*Codes of employment practice 

Codes that have been drawn up by various individuals or groups (e. g. 

Sullivan, EEC, SACCOLA/URBAN FOUNDATION). These codes lay down employment 

standards according to which companies systematically try to provide fair 

and equal opportunity consistently throughout the organisation for all 

employees. 

*Corporate social responsibility (internal and external) 

This refers to the company ' s  concern for social priorities, inasmuch as 

business firms are expected tu serve a wider range of human values and to 

contribute more to the quality of life than only providing goods, services 

and employment. Internal corporate responsiblity refers to the company's 

concern for the general well-being of its own staff, whilst external 

corporate responsibility refers to the company ' s  debt to, and concern for, 

the environment at large. 

*Black advancement 

E fforts being made toward the development and training of Black workers in 

particular, in terms of the codes of employment practice. This entails 

ensuring that Blacks are provided with the opportunities commensurate with 

their potential, and that legal and other restraints are removed. 

*Grievance procedure 

A formal system for handling an employee ' s  expression to management of  

discontent or a belief that an injustice has been suffered in a 

job-related matter. This represents the procedure to be followed by the 

person with the complaint, as well as the manner in which various relevant 

parties ( e. g  worker representative; supervisor) are expected to respond. 
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*Disciplinary procedure 

A procedure established for dealing with instances, in which employees are 

alleged to have been involved in unacceptable behaviour, by prescribing 

disciplinary  action to be taken when required. 

*Downward communication systems 

This is the imparting of information within an organisation from the top 

downward. Such systems most often serve two purposes: 

(1) informing employees of their job responsibilities and of their 

importance within the organisation and 

(2) enlisting the understanding and support of employees about management 

objectives. 

The actual link in this chain of downward communication is the 

relationship between supervisor and subordinate who in turn informs 

his/her subordinate and so on. One example of downward communication 

would be briefing, another example would be the use of a bulletin/notice 

board � .  

*Employee representative committee 

A body of people who are chosen from within an organisation to make 

representation to management on behalf of the workers, over and above 

their regular day-to-day jo�. Formal meetings are held by management and 

worker representatives, either jointly or separately, for cons idering 

wor k-related issues. 

*Labour/Management conflict 

Labour/management conflict arises from conflict of interest. If this 

cannot be resolved by negotiat ion, a strike or lock-out may result. 

*Check off facilities 

The employer agrees to deduct union dues from wages and to pay them over 

to the union. 

*B/C/A 

Blacks, Coloureds and Asians . 
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12. Do you have a formal policy on items 1-22 below? If so, please 

indicate which classes of employees this policy applies to. ( If you 

do not have such a pol icy please leave bl ank ) . 

Only for 

Function All Races Whites B/C/A • 

Employment contracts 

Recruitment 

Selection 

Induction 

Training and Development 

Job Evaluation 

Salary Scales 

Fringe Benefits 

Employee Promotion 

Downward Communication Systems* --
Industrial Safety 

·-
Redundancy* 

Grievance Procedure* ------- ·-
Disciplinary Procedure* 

Employee Representation : Unions* 

Employee Representation: 
Employee Representative 
Committee* 

Strike Handling Procedure 

Labour/Management Conflict* 
-·-----

Codes of Employment Practice* 

Corporate Social Responsibility : 
External* 

Corporate Socia l  Responsibility : 
Internal* 

·-
Black Advancement* --
Other ( spec i fy ) 

*For definitions see page 13 and 14 
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1 6 .  

Do you have a formal  g n e v ance and/o r d i s c:  l p l i n a r y  procedure?  cJ--1 

grievance disciplinary 

1) how many st eps has the procedure ? 

2 )  wha t level o f  management must decide or 

re fer the matter at each st ep? 

3) what is the highest level of management 

to whom a case goes for final decis i on?  

4 )  is the employee  allowed to  have his case 
put forwar d  by a union or employee  

commit t ee represent at ive?  

5 )  How frequent ly has the procedure been  
used in  the last three months? 

comme n t s  

1 ) 

2 )  

3 )  

4 )  

D 
· ----

-------
___ _ _  ., __ 
-----·--·-

r:-1 

r=1 

---·--

------
------·--

- --------·-

II 
I I 

----------------- - -·- ·--· - -·------�- --·- ------ -

14. D o  you have a formal redundancy procedure I No -1 
1) how much warning must you give employees? -- -- ----�----�--

2 )  are union o ffici als advis ed be forehand? 

{, 

3)  is a jo int meeting be tween management and uni on  o f fi c i a ls or employee  

r epresent ative commi t tee members . to discuss the s i t u a t i on mandatory ? 

4 )  on what principle are  emplo yees selected for lay o f f? 

a )  last in first out 

b) least e fficient  first 

c ) wurst discipli nar y  record first 

��] 

[v_� 
��sl 

� 

[N�] 
I ��J 
r�-1 

d) other, ple ase spec Hy_·- -··-· ·· -·---·---------- --------------·-



5 ) a ) 

1 7 . 

is severance pay granted to  employees?  
Q Yes 

b )  I f  so how is it calculated? ________ _ - -·----

15. Upward Communica t i on 

If  you have formal procedures for upward communication for matters ar ising 

on the shop floor, does this include 

1 )  meetings between management and 
regular irregular 

--------·-------
employee representative committee 

----------+------+---·-·--·-· 
union officials 

-----·---·----- ·----·----·- --·---------
shop stewards 

- ------·-----·----- -------------- --·----- - -- ---

2 )  other forms: please specify . .  ---------- -- ---- - ·--·----------·- ------

3)  What procedures are adopted for very urgent and serious matters?��-

·--·-------------·-·----- - ----------



1 8 .  

1 6 .  Be l ow are l i s t ed vari ous areas re l at ed to  personne l management and indus t r i a l  

re l at i ons and persons who might be invo l ved. 

Pl e ase  ind i cat e if they  make the actua l po l icy  decisions (mark co l umn D)  or  are  

consu l ted  be fore  po l i cy dec isions are made ( mark co l umn C )  

Funct ion 

I 
Recru i tment  

Select ion 

I nduct i on 

Train ing and Development 

Job Evaluat ion 

Wage Scales 

Fri nge Bene fits 
...___ 

Emp l oyee  Promot ion 
l-------·· --·-- --· �· 

DownwP.r r:i Communicat ion Systems * 
-·-

J ndust r i c-1 1  Safety 
�----
Redundc1ncy * 

� 
Grievance Procedures * 

Discipl i nary Procedures * 

T rade Unions 

Emp loyee Representat ive 
Comm i t tee* 

I R legal i ssues 
'---

L abou r /Management Con fl i c t*  
-----.. ·--·-·--·-----
Cod8'3 o f  Emp loyment 
-

Pract ice* 

Corporate Soc i a l  Responsib i l i ty  

( E xt ernal ) *  

Corporate SGcial  Respons i b i l it y  

( I nterna l ) *  

Black Ad vancement*  

I . R  

Speci al ist 

D C 

I 

* Fo r d e f i n i t i on s  s ee  page s  1 3 ,  1 4  

Employee 
Personnel L ine Representat ive 
Department Management Unions Commi ttee Members 

D C D C D C D C 

I I I I I 



1 9 .  

SEC TI ON 3. GENE RAL I NDUSTR IAL RELATIONS FUNC TI ONS I N  YOU R ORGANISATI ON 

1 7. What is the h ighest le vel of  management  fur whom the I R  funct ion is a 

distinct ly  speci fied responsib i l it y ?  

--------- ·-----------·----�--·- --------------- --
A membe r o f  the Boa rd o f  Direct o r s  

-------------------------- --- ·--·--- ------ ---------
Senior  management at Group or Regional leve l 

-----------------------·-------------� 
Senior management at est ab l ishment le vel 

........_ _________________ . ___ --- ----·------·----+----! 
Management  responsible for a speci fic funct ion 
at est ablishment leve l 

1 8. Do you have emplo yees who are speci f ica l l y 
r esponsible for I ndust r i al Relat ions 
(excluding employee  representat ives ) ?  

1 9 . I f  ' y es ' ,  how many  o f  these employ ees 

are employed in I ndust r i al Relat i ons? Ful l t ime 

Numbe r 

-----------

20. How is the I R  funct i on handled? 

At 
Gr oup 
Leve l 

Par t  time 

At At  
E st ablish- Subsid i ary  
men t  Level Leve l 

·�---------·�--- -------
by a separat e  I R  depa rtment 

-----·-------------
by a specialist sect ion 
within  the Pe rsonnel  Department 

-------------------------�---'--
by specia l ists wi t h in  the Pe rsonnel 
Department 

----------------------------------
by non-speci alis ts wi th in  the 
Pe rsonnel Deparment 

-------------·------- --------·----- ----
by line management and ful l -t ime 
I R  assistants 

-------------------·--·-------------· -··-----
by line management wi t h  part-time 
assistance 

-----------------------------· 
by line management  wi th  no ass ist ance 
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21. SECTION 4. TRAINING : 

On the following table appears a list of  areas in which Indust rial  

Re lations training can be provided . P lease indicate which of  your st a f f  

have received training ( under T )  and which need  training (under N) . 

Indicate the degree to which training has been received or is required 

ranking the areas in order of importance ( 1 highest) . L e ave bl ank if  no 

training received  or needed . 

( a) I.R special ists 

( b) Supervisors 

( c )  L ine managers 

( d )  Employee represent atives 

Area o f  

IR  Strat 

I R  St ruc 

IR Legis 

I R  on th  

Employee 

Cummunic 

EEO St ra  

Coll ecti 

Negotiat 

Strike H 

Ot her (S  

Nu Train 

-· 

I R  Specialists 

----------
T N 

Training 
·-'-

egies* 
-

tures* 

lation and L aw 

e Shop Floor* 

Represent ation 

ations 

t egies* 
·---�-----·-
ve Bargaining 

·- ·-�-·-·--
ion Ski lls 

----------·---· ·-
and .l ing 

--·--·-----·- -·- -
peci fy) 

--------- ·- ----�- -· 
ing Required  

--
Supervisors 

-
T N 

__ ...____ 

/ 

-

--

-----�---

---------·-

·--�-·---

----

_ _  _l _________ ___ L __ -· -

*For de finiti ons see page 2 1  

-------------------
Line 
Managers 

---·-
T N 

-

-

·--1---. 

..,___ ___ 

--1---

---
----

-- -----

--·--1... _ ___ _  

Employee  
Represent a-
tives 

--·:-r---T · N 

-��---

·-----

·-

·-

·-

·-

--

--·- -·-

-·-·----------·-

________ l_ ___ ____ _j 
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*I ndustrial relations structures 

I ndustrial relations structures are those structures designed to regulate 

relationships between workers and management in a manner acceptable to 

both parties. Examples of industrial relat ions structures include 

committees, communication procedures, grievance procedures, disciplinary 

procedures, reward systems, redundancy procedures etc. 

* I ndustrial relations strategies 

Industrial relations strategies are the decisi on-making processes involved 

in choosing appropriate approaches and allocat ing resources to deal with 

industrial relations issues. A typical decision could involve deciding on 

the level of collective bargaining e.g. national, industry-wide or company 

based. 

* I ndustrial relations on the shop floor 

The practice of industrial relations procedures at that level of the 

company ' s  operation t hat involves first-line supervisors, foremen, worker 

representatives and shop stewards. 

*Equal employment opportunity strategies 

Equal employment opportunity strategies represent techniques and systems 

for achieving fair and equal opportunity for all minority groups employed 

by an organisation. 

*Joint Employer/Employee Organisation 

For example : Institute fur Industrial Relations or training units set up 

by industrial councils. 
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22. Who provides I ndustrial Relations tr aining for your I R  Speci a l ists, 

Super v isors, L i ne Manage rs and Employee Representatives? Rank in order o f  

importance ( 1  highest, leave blank if none provided by that unit ) .  

I ndustrial Relat ions 
Depar tment 

--·--·-----------
Head Off ice 

I R  Super-
Specialist v isors 

-- -------t--

---------

Employee 
L ine Represen-
Manage rs t atives 

Pe rsonnel Department -------------------------
Establishment 

-----------------------
He ad Office 

Tr aining Department 
Establishment 

------------�---- -----------
Joint Employer/Employee  
Organisation* 

-----------
Employer  Organisation 

Tr ade Union 
·- - ·- - ------ --·- - -______ __..__ 

He8d Off ice 
Consult ants ---· - - ·- -- --------+--

Outside 
-------- - -------

Government Agencies 

Uni v e rsit i es 

Other (Specify ) 
_____________________ _,__ _ ____ _.._ _ _ ______ _ 

* Fur  definition see page 21 

23. Please Describe any plans you have  fo r the dev e l opment and/o r 

e xpansion of the I R  funct ion in  your o rganisat i on. 

a )  Organisat ional 

b )  Tr aining 

c )  Recruiting 

d )  Other 

- - - ---·---- -- -----------·-·--
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24 . SEC T I ON 5 .  THE QUE S T I ONNAI RE 

Addi t. i onal comments or ques t i ons 

As ment ioned in the cover ing let ter ,  this ques t ion provides you wi th an 

oppor tunity to cl a r ify any issues to which y ou feel you were unable to do 

just ice in the course  of the quest ionnaire. Pl ease  indicat e  to which 

quest i ons your  comments are rel ated.  

2 5. Did you e xpe r ience any di  f ficu l t.y in  

complet ing the quest i onnaire?  

Ple ase give det ai l s : 

------------·-· -----------·--·-·- -----·-·- -·---·------------·--
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26 . P l ease  wou l d  you provide any othe r comments  which you  fee l  are  

app r op r i a te. '"!r- \.?i'., ' .
J

'<--.-.,.. "._,. ,�-... . 

f BJRr YTt": -'It: . •./ _ , .· . . ' '  · '  

- -- --···-·----

-------------------------






