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CHAPTER 1 
INTRODUCTION 

1.1 BACKGROUND 

Black workers are increasingly occupying skilled and semi-skilled posi­
tions in industry. This has made them difficult to replace and has 
increased their power in the organization. 

Conflict between those who have more and those who have less is as old 
as man and a certain amount of conflict can be regarded as normal and 
even healthy for an organization. It is when the conflict becomes 
disruptive that real problems arise. 

Any organisation ,employing workers has an industrial relations (IR) 
system, be it formal or informal, and at the core of the system lies 
the manner in which problems that lead to disruptive conflict, are 
resolved. In the larger organization the IR system and with it the 
problem solving process, and its procedures, tend to become more 
prescribed and formal. It is of the utmost importance for the organi­
zation that this process should be visible and perceived to be credible 
which in turn depends on two-way communication. 

As the employer cannot discuss problems with the workforce as a whole, 
representatives have to be chosen. These representatives, the voice of 
the workers, can be organized in many ways i.e. work committees, 
liaison committees or unions. 

At the moment bread and butter issues (wages and working conditions) 
are the focal point of IR in most organizations and in the past the 
industrial council (IC) system was the core of IR. Whether this will be 
the case in the post Wiehahn era is a moot point. IC's come in many 
shapes and sizes but all have in common that they are bodies composed 
of registered trade unions and registered employer organizations formed 
for collective bargaining. Wages and working conditions are then 
determined by the bargaining process at IC level and this system has 
worked reasonably well in the past because it has been accepted by the 
bargaining parties. With the rise of the Black unions the situation 
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has changed somewhat. Some of the larger umbrella groupings, for 
example the Council of Unions of SA (CUSA) and the Federation of South 
African Trade Unions (FOSATU), are sceptical of the system but would 
accept it under certain stringent conditions, hardly acceptable to many 
employers. The unregistered and unaffiliated Black unions are, to say 
the least, hostile towards IC 's and refuse to join them. 

One can now well ask why unions differ so much ori this issue? 
Ramaphosa gave the underlying reason when, in another context at an 
Azanian People's Organization (,A.zapo) congress, he said: "Groups 
do not have love affairs. Groups conduct their business on the 
basis of what they conceive to be their vital interests. We are going 
to have to understand that not love or even race, but interests, pri­
marily economic interests, are at stake. And the question we must deal 
w i t h i n our attempt to u nd erst and a l i g nm en t i s : who prof i ts l e as t? 11 

(Financial Mail, January 13 1984 45J 

Any labour party would prefer to bargain at the level where it knows 
it can get the best bargain. As Duff points out, even employers would 
prefer to bargain at plant level if the union at plant level is weak 
but reasonably strong nationally (Duff 1984: 5). The relative 
power the parties have, change in time due to various factors. In times 
of recession the power of the employer is enhanced because of the fear 
of dismissals but when order books are full the opposite is usually 
true. 

The power play of the union and management is also influenced by the 
perceptions the workers have about wages, working conditions and human 
relations at their place of work and all these work related perceptions 
are coloured by non-work related living conditions in general. 

Research by the HSRC on Black workers' perception of the role and func­

tion of labour unions (Terblanche 1983) and management's handling of 
strikes (Lotz 1983) clearly indicate how important communication be­
tween management and worker is in resolving any problem. 

Strikes are usually seen as a breakdown in negotiation, a kind of last 
rpsort action. This cannot be said of the wave of wildcat strikes 
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that became a regular occurrence since 1981. Strikes were called for 
the flimsiest of reasons or no reason at all and often before manage­
ment was even aware that something was wrong. 

The ease with which a strike can be called by unions or organized by 
political bodies (even taking wide spread intimidation into 
consideration) does point towards a feeling of frustration on the part 
of the worker. And it does not matter whether this feeling or attitude 
is based on fact or fancy, the feeling is a reality that has to be 
dealt with. 

Bester (1981 : 5) remarks that despite the fact that many politicians, 
employers and certain journalists are constantly emphasizing the moral 
unfairness of a 1

1 wi ld-cat strike 11
, no one has so far tried to find out 

whether there ar� weak spots in the legal problem solving procedure 
that is available to the Black worker or whether the whole system is 
over-bureaucratized. It can for example, take up to three months for 
grievances to pass though all the stages of the negotiating process, 
and still remain unresolved in some cases. Bester also poses the 
question whether Black workers are adequately trained to understand and 
interpret these laws, regulations and procedures, because when they do 
not feel committed to procedures that are unacceptable or incomprehen­
sible to them, a lack of trust develops and they believe that unconsti­
tutional action is the only solution. For this reason it is important 
to make an effective, acceptable problem solving procedure available to 
Black workers, because only then will they realize that negotiation as 
a means of solving problems can yield better results than confron­
tation. 

This is no simple task and poses complex problems, the most important of 
#hich would be the Black man's perception of the current problem 
solving process and the way he would prefer it to be. The growing 
trend of strikes by Black workers on the one hand, and the quest for 
labour peace in order to maintain a satisfactory economic growth rate 

on the other hand, render it essential to obtain more information on 
this matter. Furthermore, if it is taken into account that management 
spends a great deal of time on the processes of negotiation, more infor-
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mation in this regard may also contribute to the problem solving stra­
tegy followed by management. The information is also important for the 
trade union because it can give an indication of where it should form 
its power base. 

1.2 AIM 

1. 3 

1. 3 . 1  

The aim of the study is to determine Black workers' perception of 
problem solving in industry and for operational purposes it is divided 
as fo 11 ows: 

(1) To ascertain Black workers' attitude towards the available 
communication channels for problem solving and airing grievances. 

(2) To describe (a) the characteristics of a worker organization 
which would help with problem solving, and (b) the union's role in 
problem so·lving. 

RESEARCH DESIGN 

Survey procedure 

The field survey method was used to collect the necessary data during 
july-August 1982 in Pretoria and during October 1982 in Port Elizabeth. 
Structured interviews were conducted with the interviewers using a 
questionnaire. To minimize communication problems between interviewer 
and respondent, the questionnaire was translated into Xhosa, Zulu and 
Tswana. 

The questionnaire can be divided into the following sections: 

(1) Biographical information (questions 1-6). 

(2) Attitude of �he workers towards the firm for which they work to 
determine whether problems exist and how problems are communicated 
to management (questions 7-12). 
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(3) How problems are solved in industry (questions 12.1, 14.12 - 14.17 
and 15). 
(4) The structure of an organization that can communicate workers' 
problems to management (questions 13, 14.1 - 14.11 and 18). 

(5) The union's role in problem solving (questions 16 and 17). 

1.3.2 Pilot study 

A pilot study was carried out in order to test the questionnaire and 
train the selected fieldworkers of CESTIR (HSRC's Centre for Services 
and Training in Research). The pilot study and training took place 
under the direct supervision of the project leader in collaboration 
with CESTIR officials and was conducted in precisely the same way as 
described by Ter�lanche (1983 : 11-12). 

1.3.3 The sample 

As described in Terblanche (1983 : 12-13): respondents meeting the 
following requirements were randomly selected: 

(1) Black male workers; 

(2) in the age category 16 to 64 years; 

(3) living permanently in either of the urban areas of Pretoria or 
Port Elizabeth, and 

(4) not unemployed at the time of the investigation. 

1.3.4 Statistical analysis 

The basic statistical analysis technique used in the study is known as 
Automatic Interaction Detection (AID). A special application of AID 
called CHAID is mainly used in this study. 

Basically the CHAID programme divides the statistical population into 
subpopulations which differ significantly on the matter under investiga-
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tion. For a detailed explanation of the programme see Du Toit and 
Stumpf (1982). 

1.4 SURVEY GROUP 

The survey group consisted of 1075 Black male workers, 545 and 530 of 
whom lived in the Pretoria and Port Elizabeth areas, respectively. 
However, the totals of the different tables do not always correspond· 
with the number of workers in the respective areas from which the sur­
vey group was drawn, because respondents did not always answer all the 
questions. 

1.4.1 Aae distribution and employer sector 

Table 1.1 shows the age distribution of respondents in the Pretoria 
area compared with that of respondents in the Port Elizabeth area, 
whereas the employer sector is analyzed in Table 1.2. In Table 1.1 and 
all the subsequent tables a distinction is drawn only between the two 
3reas themselves and not between the different residential areas in 
each larger area. The reason for this is that preliminary analyses 
revealed no significant differences between the responses of respon­
dents living in the different residential areas. 

The age structure of the survey group as presented in Table 1.1 points 
to a typical age distribution that is found fairly generally in all eco­
nomic sectors. It was, for example, determined that relatively few 
Black youths are employed - a finding that is in keeping with the 5 % 
sample of the 1980 Population Census - whereas a strong concentration 
of workers is found between the ages 20-34 years. According to Table 
1.1 more than �alf of the survey group falls within this age category 
(54,8 %), whereas the 5 % sample of the 1980 Population Census showed 
that 50 % of the economically active Black male workers belonged to the 
age category 20-34 years (compare 5 % Sample of the 1980 Population 
Census: 89-117). In the age categories higher than 34 years, the 
number of workers in the respective categories again decreases gra­
dually with increasing age. 
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TABLE 1.1 
AGE DISTRIBUTION BY AREA 

Area 
Age group Pretoria Port Elizabeth Total 

N % N % N % 
15 - 19 10 1,8 8 1,5 18 1,7 
20 - 24 105 19,3 74 14,0 179 16,7 
25 - 29 139 25,6 80 15,1 219 20,4 
30 - 34 90 16,5 100 18, 9 190 17,7 
35 - 39 61 11,2 73 13,8 134 12,5 
40 - 44 40 7,4 63 11, 9 103 9,6 
45 - 49 45 8,3 53 10,0 98 9,1 
50 - 54 23 4,2 36 6,8 59 5,5 
55 - 59 14 2,6 35 6,6 49 4,6 
60 - 64 11 2,0 7 1,3 18 1,7 
65 + 6 1,1 1 0,2 7 0,7 
TOTAL 544 100 530 100 1074 100 
Medi an age 30,5 34,5 32,7 
Unspecified 1 1 

From Table 1.1 it is also clear that the median age of Black male 
workers in Port Elizabeth is considerably higher than that of workers 
in the Pretoria area. This may probably be attributed to the fact that 
the unemployment rate among Black male workers in Port Elizabeth, 
expressed as a percentage of the total economically active B lack male 
population is higher than is the case in Pretoria, namely 14,5 % in 
Port Elizabeth as against 5,9 in Pretoria (percentages processed from 
the 5 % sample of the 1980 Population Census). If it is taken into 
account that younger Black workers usually make up the group that is 
the most seriously hit by unemployment (compare inter alia Slabbert 
1982 : 1 and Smit 1980 : 32-35 in this regard), it can be expected that 
economically active Black male workers in the Port Elizabeth area will 
on the whole be older than economically active Black male workers in 
Pretoria. 
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TABLE 1. 2 

EMPLOYER SECTOR BY AREA 

Area 

Employer sector Pretoria Port Elizabeth 

N % N OI 
/0 

Agricu 1 ture 1 0,2 

Commerce 46 9,0 60 11,5 

Manuf actu ring 305 59,6 345 66,0 

Services and financing 17 3,3 13 2,5 

Government services 49 9,6 28 5,4 

Building and construction 46 9,0 38 7,3 

Mining and quarrying 1 0,2 l 0,2 

Electricity, gas and water 45 8,9 23 4,4 

Transport and communication 2 0,4 15 2,9 

TOTAL 512 100 523 100 

Unspecified 33 7 

Tota 1 

N % 

t 0 , 1 

106 10,2 

650 62,8 

30 2,9 

77 7,d 

84 8, t 

2 0,2 

68 6,5 

17 1,6 

1035 100 

40 

According to Table 1.2 more than half of the survey group, 62,9 % (59,6 

% and 66 % of the Black male workers in the Pretoria and Port Elizabeth 

areas, respectively) are employed in the industrial sector. 

1.4.2 Qualification structure and occupation 

Table 1.3 shows the highest educational qualification obtained by 

respondents, according to area. 

TABLE 1. 3 

HIGHEST EDUCATIONAL QUALIFICATION BY AREA 

Area 

Education a 1 qua 1 ification Pretoria Port Elizabeth Total 

N 
0/ 

N 
0/ 

N /0 /0 ,o 

None 12 2,2 16 3,1 28 2,6 

Grd. 1 - Std 1 22 4,1 43 8,3 65 6,1 

Stds 3 - 5 125 23,1 135 26,2 

I 
260 24,6 

Stds 6 and 7 172 31,7 164 31,8 336 31, 8 

Std 8 108 19,9 85 16,5 193 18,2 

Std 9 40 7,4 33 6,4 73 6,9 

Std 10/NTS I I I 63 11, 6 40 7,8 103 9,7 

TOTAL 542 iOO 516 100 1058 100 

Unspecified 3 14 17 
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It appears from Table 1.3 that 66,6 % of the survey group obtained at 

least a Std 6 or higher qualification. According to the 5 % sample of 

the 1980 Population Census, only 22,5 % of the total number of economi­

cally active Black male workers in the RSA were recorded as possessing a 

similar qualification. If it is taken into account that 5,5 % of the 

workers in the Pretoria and Port Elizabeth areas also obtained a post­

school qualification, it is obvious that the training level of the sur­

vey group is much higher than that of the average Black worker in the 

RSA. This is the result of the fact that the survey group was selected 

in such a way that no unemployed migrant worker was included. Further­

more the investigation was conducted in urban areas only, where Black 

workers are on the whole better qualified than their counterparts in 

the rural areas. 

The relatively hi,gh level of education of the members of the survey 

group is reflected in their occupational structure as stated in Table 

1.4. For example Manpower Survey No. 14 of the Department of Manpower 

(1981) shows that 34,7 % of all Black male workers in the RSA do manual 

labour and only 3,6 % work as clerical assistants. In contrast with 

this, Table 1.4 reveals that only 12,5 % of the survey group work as 

manual labourers whereas 12,7 % do clerical work. The survey group 

thus differs from the Black male labour force in the RSA in various 

important aspects. Apart from the fact that their level of education 

is higher than that of Blacks in general, they usually also hold posi­

tions that are more advanced in the occupational hierarchy. It can 

therefore be expected that the survey group is in general on a higher 

occupational level than the total Black male labour force of the RSA. 
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CHAPTER 2 

THE ATTITUDE OF vJORKERS TOWARDS THE HANDLING OF THEIR PROBLEMS AND GRIEVANCES 

It can be expected that problems and grievances experienced by workers on the 
shop floor will not only shape the negotiating process but will also greatly 
determine the functioning of the labour-relation system. For example the 
effectiveness of problem solving through the channels of communication 
available to workers on the shop floor can be expected to be a contributing 
factor to labour stability. If it is taken into account that the majority 
of Black workers on the shop floor function as part of a group or team, it is 
important not only to be familiar with the problems that they experience on 
the shop floor but also to know what their views of the available channels of 
communication for problem solving are. 

2. 1 ATTITUDE OF WORKERS TOWARDS THE FI RM 

According to Terblanche (1983: 16) workers attempt to satisfy certain 
needs through the firm in exchange for their labour. The extent to 
which the employer succeeds in satisfying these needs will therefore 
play an important role in the attitude of workers towards the firm. 
This attitude will not only affect the behaviour of workers within and 
outside the job context but will also have an effect on their percep­
tion of the problem solving process. 

Workers were subsequently requested to indicate if they liked the firm 
for which they worked (see Appendix, Question 7). This information 
has been analyzed in Figure 2.1. The attitudes of workers were used 
in the analysis as the dependent variable, whereas the five independent 
variables mentioned below were used as possible explanatory variables. 

The combinations making up the categories within each explanatory 
variable in Figure 2.1 and thereafter, are as follows: 

(a) Age: 15-24; 25-44; 45+. 

(b) Qualifications: No training - Std 5 (inclusive); Stds 6-7; 
Stds 8-10. 
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(c) Occupation: Professional, semi-professional and administrative 
workers, foremen and supervisors; clerical, transport and 
communication workers, as well as sales workers; technicians, 
artisans and apprentices; operators and semi-skilled workers, 
labourers and service workers. 

(d) Area: Pretoria, Port Elizabeth. 

(e) Trade union membership: Yes, No. 

The combination of categories emanates from a preliminary computer 
analysis that revealed no significant differences between the specific 
categories. 

Pretbria 

87,5 
12,5 

a 

FIGURE 2.1 

DO YOU LIKE THE FIRM FOR WHICH YOU ARE WORKING? 

N = 527 

Yes 82 ,8 
No 17,2 

I 

N = 1 01 3 

a =  No further prediction is possible. 
b = Further prediction is not significant. 

Port El1izabeth 

77 ,8 
22,2 

b 

N = 486 

Figure 2.1 indicates that the area in which workers are employed plays 
the most important role in their attitude towards the firm for which 
they are working. Despite the fact that relatively more workers in 
Pretoria than Port Elizabeth liked their employer, (87,5 % as against 
77,8 %), the percentages point to a positive attitude towards their 
employer among the vast majority of workers in both areas. However, 
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despite the workers' positive attitude, it can be expected that there 
will be certain aspects in the work situation with which they are not 
satisfied. These are dealt with in Paragraph 2.1.1. The fact, that 
although qualification level, age, occupation and trade union membership 
were used as explanatory variables, they did not play a significant 
role in the attitude of workers towards their employer. 

The reasons why workers were either satisfied or dissatisfied with 
their employer are given in Tables 2.1 and 2.2. The classification 
used is as follows: 

A classification of workers' reasons for liking the firm for which 
they are working 

(a) Wages 

A good wage 

(b) Working conditions 
In-service training 

2 Regular hours 
3 Light work 
4 Pleasant working conditions 
5 Freedom in the job 

(c) Job satisfaction 
1 Interest in the job 
2 Job offers a challenge 
3 Job satisfaction 
4 Opportunity for promotion 

(d) Job security 
1 Adequately qualified 
2 Job security 
3 Previous experience of this type of work 
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(e) Personnel relations 
Good personnel relations 

2 No discrimination based on colour 
3 Good channels of communication for resolving grievances 

(f) Fringe benefits 
1 Leave 
2 Pension 
3 Transport 
4 Medical fund 

(g) Personal reasons 
Near home 

A classification df workers' reasons for not liking the finn for which 
they are working 

(a) vJages 
1 Wage unsatisfactory 

(b) Working conditions 
1 Poor working conditions 
2 A demanding job 
3 Long working hours 

(c) Job satisfaction 
1 No job satisfaction 

(d) Job security 
1 Staff is reduced without warning 
2 No job security 

(e) Fringe benefits 
1 Inadequate fringe benefits 

(f) Personnel relations 
Poor personne 1 re 1 ati ons 

2 Racial discrimination 
3 Grievances are not resolved 
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(g) Personal 
Live far from work 

2.1 .1 Aspects of the work situation which workers like 

Tables 2. 1 and 2.2 show that workers give wages as the most important 
reason for their positive attitude towards their employer. It is, 
however, clear that salaries are not the only reason, since many 
workers indicated working conditions, job satisfaction, job security� 
personnel relations or fringe benefits as being their main reason for 
liking their job. 

It is interesting to note (but difficult to explain) that according to 
Table 2.1 considerably more workers in Port Elizabeth than in Pretoria 
attributed their positive attitude to good fringe benefits. The 
important role that personnel relations play in job satisfaction is 
evident from both tables. 

TABLE 2.1 

REASONS WHY WORKERS LI KE WORKING FOR THEIR SPECIFIC EMPLOYER BY AREA 

Reasons 

Wages 
Working conditions 
Job satisfaction 
Job security 
Personnel relations 
Fringe benefits 
Persona 1 reasons 

TOTAL 

Unspecified: 

14 

. --

Pretoria 
N 0/ 

/0 

221 52, 1 
66 15 ,6 

57 13,4 
24 5,7 
37 8,7 
15 3,5 

4 0,9 

424 100 

37 

Area Total 
Port Elizabeth 

N % N % 
11 7 33, 1 338 43,4 
50 14, 1 116 14,9 
49 13,8 106 13 ,6 

19 5,4 43 5,5 

�4 9,6 71 9, 1 
83 23,4 98 12,6 
2 0,6 6 0,8 

354 100 778 100 

24 61 



2.1.2 Aspects of the work situation that workers do not like 

TABLE 2.2 

REASONS WHY WORKERS DO NOT LIKE WORKING FOR THEIR SPECIFIC EMPLOYER BY AREA 

Area Total 
Reasons Pretoria Port Elizabeth 

0/ N Of N % lo lo 

Wages 34 54,0 46 45, 1 80 48,5 
Working conditions 14 22,2 18 17, 6 32 19,4 
Job satisfaction 2 3,2 3 2,9 5 3,0 
Job security 1 1,6 5 4,9 6 3,6 
Personnel relations 9 14, 3 27 26,? 36 21 ,8 
Fringe benefits 3 4,8 2 1 , 9 5 3,0 
Personal reasons 1 1 , 0 1 0,6 

TOTAL 63 100 102 100 165 100 

Unspecified : 3 6 9 

Despite the positive attitude of the majority of workers in both areas 
towards the firm for which they work, it can be expected that there 
will still be unsatisfactory aspects of the work situation which will 
annoy them. Workers were therefore also requested to indicate if 
there were any such aspects (see Appendix, Question 8). In Figure 
2.2 the response was analyzed as the dependent variable with the 
already discussed explanatory variables. 

As expected, Figure 2.2 shows that approximately a third of all the 
workers, 32,9 % (332 workers), indicated that there were in fact 
certain aspects of the work situation that bothered them. According 
to Figure 2.2 area played the most important role in workers' dis­
satisfaction with their job situation. More than half of the workers 
in Port Elizabeth (51 ,6 %) indicated that there were aspects of the 
work situation which caused grievances whereas this was the case with 
only 15,5 % of the Pretoria workers. 
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FIGURE 2.2 

IS THERE ANY ASPECT OF THE WORK SITUATION THAT BOTHERS YOU? 

I 
Pretoria 

15,5 N 
84,5 

Yes 32,9 N = 1 008 
No 67, 1 

Area 
I 

Port Elizabeth 

= 522 51 ,6 N = 
48,4 

486 

Age Trade union membership 

24+ Yes 

24,1 N=108 13,3 N=414 5o,5 N=218 
75,9 86,7 39,4 

a a b 

a =  No further prediction is possible. 
b = Further predictions are not significant. 

No; Uncertain 

44,4 N=268 
55,6 

b 

In the Pretoria area it seemed that older workers were more content 
with their job situation than younger workers. This can possibly be 
attributed to the fact that Black youths, according to Slabbert 
(1982: 42), are in general better qualified than older workers, which 
results in their having higher job expectations than the older workers. 

It is interesting to note that age did not play a role in the job 
satisfaction of workers in the Port Elizabeth area, whereas trade 
union membership was an important factor. Relatively more trade 
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union members than non-members in Port Elizabeth indicated that there 
were aspects of the work situation that bothered them. If it is taken 
into account that more workers in Port Elizabeth than in Pretoria also 
did not like the firm for which they worked (see previous para-
graph), it seems that there is a connection between trade union member­
ship and problems experienced by workers in the job situation. The 
importance of an effective personneJ policy is again emphasized. 
Occupation seems to have no effect on the job satisfaction of workers. 

Table 2.3 reflects the matters that bother workers in their work 
Situation. The question that now arises is whether the workers 
who mentioned problems were not mainly the group of workers 
who had a negative attitude towards the firm employing them. However, 
analyses revealed that more than half of the workers who mentioned 
bothersome aspects were positive in their attitude towards their 
employer. 

Before discussing Table 2.3 a classification of the recorded objections 
is given for interpretation. The objections are divided into six main 
categories with an indication of specific problems classified under 
each heading. 

A classification of the matters bothering workers in the work situation 

(a) Wages 
1 Wages unsatisfactory 
2 No 
3 No 
4 No 
5 No 

increases 
equal wages for work of equal 
fixed wage 
pay for over-time work 
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(b) Working conditions 
1 Work ts demanding 
2 Long working hours 
3 Working conditions unsatisfactory 
4 Working conditions unhygienic 
5 Working conditions dangerous 

(c) Job satisfaction 
1 Educational level of Black workers is not taken into account 

at placement, with the result that workers experience little 
or no job satisfaction 

2 No job satisfaction 

(d) Job security 
1 No job security 
2 Staff is reduced without warning 

(e) Personnel relations 
1 Poor personnel relations 
2 Discrimination 
3 Senior staff cause disputes among workers 
4 No co-operation between White and Black workers 
5 No attention is paid to problems and grievances 
6 Worker committees are appointed by management and not by the 

workers themse 1 ves 

(f) Fringe benefits 
1 Fringe benefits unsatisfactory 
2 No medical-aid scheme 

Despite the fact that salaries played the most important role in 
detennining the attitude of workers towards the firm,the �ost 
important aspect bothering workers in both Port Elizabeth and Pretoria 
according to Table 2.3 was not salaries but unsatisfactory personnel 
relations. More than a third of all the workers (36,9 %), who mentioned 
aspects that bothered them, mentioned this aspect (50,6 % and 32, 2  % 
of these workers in Pretoria and Port Elizabeth, respectively). 
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TABLE 2.2 

ASPECTS BOTHERING WORKERS BY AREA 

Area Total 
Aspects Pretoria Port Elizabeth 

N % N O' N 0/ 1h /0 

��ages 17 2 1  , 0 63 26,7 80 25,2 
Working conditions 16 19,8 43 18,2 59 18,6 
Job satisfaction 4 1, 7 4 1 , 3 
Job security 1 1 , 2 33 14,0 34 10, 7 
Personnel relations 41 50 ,6 76 32,2 117 36,9 
Fringe benefits 6 7,4 17 7,2 23 7,3 

TOTAL 81 100 236 100 317 100 

Unspecified: 15  1 5  

Unsatisfactory wages and working conditions were further objections 
raised by a relativel y l arge number of workers in both areas, whereas 
job security in Port El izabeth al so worried quite a lot of workers. 

2.2 WORKERS' VIEW OF AVAILABLE COMMUNICATION CHANNELS 

In order to find out what workers thought of the available communica­
tion channel s and their effectiveness, the group of workers who 
mentioned that some aspects of communication did bother them were 
asked to provide the fol l owing infonnation : 

(a) Had they discussed the problems bothering them with anyone, and 
the reason for having done so (see Appendix ,  Questi ons 9, 9.1 
and 9.3). 

(b) In those instances where the problems were in fact discussed 
with someone, with whom were they discussed, did it do any good 
and why were the problems discussed with thi s  particul ar person 
(see Appendix, Questions 9. 2, 9. 4 and 9 . 5).  

(c ) With whom would they prefer to discuss the problems bothering 
them, and why (see Appendix, Question 1 1). 
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Of the 332 workers who indicated that there were aspects of the work 
situation that bothered them, the majority, that is 214 workers (49 
and 165 workers in the Pretoria and Port Elizabeth areas, respectively), 
discussed the ir  problems with someone. Table 2.4 shows with whom workers 
discussed their grievances, as well as the reasons why workers discussed 
their grievances with these specific persons . The reasons of some 
workers for not discussing grievances with someone, are given in Table 
2.5. The abbreviations (Pta) and (PE) for Pretoria and Port Elizabeth 
are used in Table 2.5 and some subsequent tables. 

In  accordance with various views in the literature on the subject, 
namely that supervisors play an important role in the establishment 
of good labour relations (compare inter alia Coetzee 1982: 24-25 and 
Bruniquel 1982: 25), Table 2.4 shows that for a variety of reasons 
the supervisor was the most important person with whom workers in 
both areas discussed the i r  problems (58,1 % and 31 ,5 % of those workers 
who indicated that they discussed their problems, in Pretoria and 
Port Elizabeth, respectively). 

It can be deduced from Table 2.4 that workers in Port Elizabeth were 
more inclined to discuss their problems and grievances with worker 
organizations such as the worker cormnittee and trade union than was 
the case in Pretoria. For example 27,3 % of the workers in Port 
Elizabeth stated that they discussed their problems with worker 
organizations , as against only 4 ,7 % in Pretoria . The most important 
reasons given in Port Elizabeth for making use of worker organizations 
were that these organizations were not only an instrument by means of 
which management could be made aware of the problems of workers, 
but also a channel through which working conditions could be i mproved. 

The fact that a considerable number of workers in both areas (according 
to Table 2.4) discussed their problems and grievances with fellow­
workers because the latter showed understanding, not only supports 
vari ous research findings in this regard (compare inter alia Slabbert 
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TABLE 2.4 
PERSONS WITH WHOM WORKERS DISCUSSED THEIR PROBLEMS AND THEIR REASONS FOR DOING SO 

Person with whom they discussed problems 
Trade union Tota l 

Reasons Fel l ow- Worker (Shop 
Management Supervisor worker committee steward) Pta Pt 
Pta PE Pta PE Pta PE Pta PE Pta PE  N % N % 

Not meaningful 2 1 1 3 7,0 1 0, 6 
Person has contact with 
management 4 2 2  1 

. 1 6  1 2  5 1 1  , 6 50 30 , 3  
Person is responsibl e  
and fair 7 9 1 7 1 6, 3  1 0  6, 1 

Person gives good advice 1 4 1 2 1 3 3 7,0 9 5,5 
Person shows understan-

N ding 1 1 2 3 6 37 2 9 20, 9  43 26, 1 
I have no access to 
higher authority with-
in firm 2 2 1 2 4,7 3 1 , 8  

Person tries to improve 
conditions 6 1 3  9 1 29 1 7  ,6 

Person is my superior 4 1 9  1 0  1 1 4  32, 6 20 1 2, 1 

TOTAL N 6 26 25 52 1 0  42 2 30 1 5  43 1 00 1 65 1 00 
% 1 4, 0  1 5  , 8  58, 1 31 ,5 2 3, 3  25,5 4,7 1 8, 2  9, 1 1 00 1 00 

Unspecified: 6 



1982 : 28; Redelinghuys 1974 : 39 and Lotz 1977 : 45), but is also reflec­
ted in the reasons in Table 2.5 given by some workers for not discussing 
their problems with anyone. For example the majority of workers in both 
areas stated that there were either no meaningful communication channels 
available or that they received no sympathy from supervisors and manage­
ment . The fact that almost a third of the workers who gave reasons for 
not discussing their problems with anyone stated that they were afraid 
of 'k>sing their jobs, also points to ineffective communication channels. 

TABLE 2 . 5 

REASONS FOR NOT D I SCUSS I NG PROBLEMS W ITH SOMEONE BY AREA 

Area Total Reasons Pretoria Port Elizabeth 
N 0/ N % N % /0 

Not meaningful 1 3, 3 2 3, 2 3 3,2 
No meaningful/effective 
communication channel 8 26, 7  17 2 7, 0  25  26, 9  

Afrai d of losing job 8 26, 7  23  36, 5 31 33,'3 
Receive no sympathy from 
supervisor/management 12 40, 0  18 28,6  30 32, 3 

New in the job 2 3, 2 2 2 ,2  
Comp 1 a i n i n g may i nit i ate a 
strike 1 3, 3 1 1 , 6  2 2, 2 

TOTAL 30 100 63 100 93 100 

Unspecified: 25 

Table 2.6 indicates the views of those workers who discussed their 
problems with someone and whether these discussions did any good. 

Despite the numbers (N=184) being low, it would seem, according to 
Table 2.6 that trade union representatives and fellow-workers were by 
comparison the persons giving the greatest satisfaction to workers 
who discussed their problems with someone. However, the majority of 
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these wo rkers in both a reas were o f  the op 1n 1on that it served no 
purpose discussing their p ro bl ems with anyone in the f irm ( 7 5 , 9  % 
and 85 , 2  % o f  the workers concerned in Pretoria and Po rt Elizabeth , 
respectively). Because it was found that there was no difference 
between the persons with whom wo rkers discussed their p ro blems and the 
persons with whom workers would prefer to discuss their p robl ems, the 
info rmation obtained from the question on this latter subject and the 
reasons for the workers' choice were not reported (see Appendix , Question 
11 ) • 

TABLE 2.6 
PERSON WITH i�HOM PROBLEM WAS DISCUSSED BY RESULT OBTAINED 

Result 
Person It helped Did not help 

Pta PE Pta PE 

Management 1 2 5 19 
Supervisor 3 5 1 0  45 
Fellow-workers 3 9 5 33 

Worker committee 2 2 26 
Trade union (shop stewar d) 5 9 

TOTAL N 7 2 3  2 2  1 32 

% 24 , 1 1 4  , 8  75 ,9 85 , 2  

The r easons given by workers on the ineffectiveness of  discussing 
p ro bl ems , a re analyzed in Tabl e  2.7 . 

Table  2.7 reveals that these workers' most important reason for feeling 
that discussing their pro blems with someone did not help at all is 
based on the fact that there was no imp rovement in the situation aft er 
the discussions. Some workers thought that the person with whom they 
discussed pro bl ems was too a fraid  to info nn  management a bout these 
pro blems. In such a case this coul d l ead to a communication gap be­
tween management and workers , which could result in the probl ems 
remaining unresolved because management was not aware o f  them. In an 
HSRC investigation into the way in which employers deal with strikes 
(Lotz 1983 : 23) it was not only found that there  were in fact communi-
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cation gaps  between management and workers but that it was vital for 
the se gaps to be bridged. 

TABLE 2.7 

REASONS WHY DISCUSSION OF PROBLEMS FAILED 

Reasons N % 
Not meaningful 2 1 ,  3 
No improvement a fter duscussions 1 21 78,6 
Afraid of  communicating problem to 
management 2 1  1 3 , 6 

White wo rkers are protected 1 0 , 6 
Prob 1 em was discussed with fe 1 1  ow-workers 
only 9 5,8 

TOTf\L 1 54 1 00 

I n  re sponse to the question to the group o f  wo rkers  who did not consider  
the discussion o f  problems with another person to be worthwhile, 
whether they thought that management was awa re of  their grievances 
(see Appendix, Que stion 10), the majority ( 73,5 %) felt that management 
was conscious of  these problems. Table 2.8 contains an analysis o f  
the rea sons why workers held this view. 

Table 2.8 indicates that the most important reason why workers consider­
ed management to be awa re of  their problems could be attributed to the 
fact that the wo rker had personally (or the person with whom he ha d 
d iscussed the problems) bro ught these problems to the attention o f  
management. Another important reason was that, according to workers, 
regula r reports containing inter alia an explanation o f  their problems, 
were submitted to management. It would therefore seem that workers 
felt that even though management was awa re of their grievances, nothing 
much wa s done about the situation .  Since worke rs did not distinguish 
between their private lives and the wo rk situation (compa re Onyemelukwe 
1973 : 114), it should be bo rne in mind that some of  their problem s might 
have been irrelevant to the work situation. In such cases it would be 
unlikely that management woul d pay any attention to the particula r 
problems. The fact that more than half  o f  the workers who reported 
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TABLE 2 . E  

REASONS WHY WORKERS BEU EVE MANAGEMENT TO BE AWARE OF THE I R  PROBLEMS 

Rea son s N 
Not  mean i ngfu l  7 
Wor kers went  on  str i ke 3 
Regu l ar report s are s ubm i t ted to man agement 36 
Wor kers / s uperv i so r/worker comm i ttee/ trade un i on i nfonned 62 
managment  of pro b l em 
I mprovemen ts  are on l y  p rom i sed 2 
C i rc u l ars  p rove t hat man a gment i s  aware of probl ems 2 
Members of managemen t move a ro und amon g wo rkers an d 2 
ta ke not i ce of thei r comp l a i nts 
Management  tr i e s  to coax wor kers  by g i v i n g t hem i n s i gn i fi cant 1 
wa ae i ncreases j ust to defuse the s i tua t i on 
TOTAL 1 1 5  

p robl ems bother i n g  them (53,6 % )  fel t that mana gement d i d  n ot do 

0/ 
le 

6, 1 
2,6 

3 1  , 3 
5 3,9 

1 , 7 

1 , 7 

1 , 7 

0,9 

1 0 0 

enough to atten d to workers ' prob l ems an d a further 2 5,2 % where not 
s u re whether mana gement was do i n g enough, not on l y  po i nts  to i neffec­
t i ve commun i cat i on  between man agement an d wo rkers but co u l d a l s o  
i mp l y  i neffect i ve negot i at i ng opportun i t i es f o r  B l ack workers. T h i s 
does n ot i mp l y  that management i s  a n  1 1 ogre 1 1 • One i s  a wa re that 
mana gement i s  often confronted w i th tota l l y  u nrea l i st i c  demands  an d 
i rrat i ona l behavi our  but i t  i s  n evert he l es s  i mportant t hat wor kers 
s ho u l d  know that management i s  i n deed l i s ten i ng to thei r probl ems and 
do i n g a s  much a s  poss i bl e  to s o l ve t hem. Ta b l e 2 .9 g i ves  a n  i n d i cat i on  
of what workers wou l d expect mana gement to do. 

Accord i ng to Tab l e 2.9 the most i mpo rtant  matters to wh i ch management 
i s  expected to  attend revea l  t hat workers  want to commun i cate w i th  
managemen t, regard l e s s  of  whether they have a l rea dy d i scus s ed t he i r 
p rob l ems  w i th another  person. For exampl e, 64, 6 % of the se workers  
fe l t  that  man agement s hou l d ;et mor: t i me a s i de to l i sten to the i r 
p rob l ems, whereas an add i ti o na l  5, 1 % s a i d  t hat  man agement s hou l d 
a rrange more meet i ng s  to d i s cu s s  gri evan ce s .  Aga i n st the bac kgro und  
of  prev i ou s l y  d i s cu s sed i nfonnati on concern i n g the  effect i vene s s  of 
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TABLE 2 . 9  

MATTERS THAT MANAGEMENT SHOULD ATTEND TO 

Reasons N 

Not  mea n i n gf u l  9 
Sho u l d set more time a side to l i sten to 
wo rkers ' pro b l ems 1 1 5 
Shou l d ho l d  regu l ar meetin gs t o  d i scuss 
prob l ems 9 
Shou l d  show greater  sympathy with the 
prob l ems experi enced by workers 1 5  
Shou l d chan ge the i r att i tude towards B l ack 
workers 1 0  
Shou l d  esta b l ish a worke rs '  o rganization 
which cou l d communicate p rob l ems to manage-
ment 3 
Workers sho u l d receiv e better feedback from 
management 3 

Other 1 4  

TOTAL 1 78 

C'  
/0 

5 , 1 

64 , 6  

5 ,  1 

8 , 4 

5 , 6 

1 , 7 

1 , 7 

7 , 9  

1 0 0 

the avail ab l e corrmunication chan ne l s ,  i t  wo u l d  seem that despite the 
fact that a l most two- thirds of the survey gro u p  exper i enced no p ro b l ems 
a n d  cou l d consequent l y  not express an opinion on ava i l ab l e communication 
channe l s ,  wo rkers who did in fact have pro b l ems in the work situation. 
q ui te possibl y  d i d  experi ence a communicatio n  gap. When  the ro l e  of 
effective commun i ca tion channe l s  between emp l oyer and  emp l oyee in the 
successfu l  functionin g of a l abour re l ations system is t aken into 
acco un t , the impo rtan ce of the way i n  which workers wou l d p refer to 
commun i ca te is emphasized. This matter is dea l t with in the n ext 
chapter. 
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CHAPTER 3 

WORKERS 1 V IEWS OF  AN ORGAN I ZAT ION THAT CAN COMMUN I CAT E T HE IR  PROBLEMS TO MANAGE­
MENT 

3. 1 I NTRODUCTION 

Judgin g  by t he info rm a tion  o btained i n  the previous chapter  there seems 
to be a possib l e communica tion gap in  the cha nne l s  a v ai l a b l e  to  wor kers 
w ho experi ence pro b l ems in  t he work  situati on . Suc h a sit u a tion  m ay 
give  rise to  certai n ac ti o ns by B l ac k  wor ke rs .  Peterson ( ouo ted from 
Te rb l a nc he 1 98 3 : 2 9 ) m e ntions t he fo l l owi ng  i n  t his reg a rd : 1 1T he urge 
to  com bine  with  others for m utua l  p ro tection  and adv a ncem ent is a n  
i n herent cha racteristic o f  hum a n  n a tu re . I n  every form of soc i e ty 
persons of simi l a r . economic pursui ts a nd n eeds ha v e  tended to  unite 
into  associ a tions for promotin g t heir common i nterests . " From this it 
ca n be deduced tha t the org a niz a tion th roug h  which B l ac k workers wou l d 
l i ke to communica te t hei r  prob l ems a nd g rieva nces to m a n a gem ent  wi l l  
most pro ba b l y be a co l l ective  o ne . However, Terb l a nc he ( 1 9 83 : 2 9 )  
rema r ks t ha t  though a tra de uni on is p recise l y  suc h a n  o rga niza tion  

i t  has certai n c ha rac te ristics w hic h ma kes it  unique . 

T herefo re worke rs were n o t  o n l y  as ked to  give  t heir opi nion o n  t he 
n ec essity of  a n  org a niza tion  to communica te t hei r  prob l ems to  m a na geme n t  
but a lso to comm ent on t he n a tu re and functioni n g  of  such a n  o rga niz a ­
tion  ( see Appendix, Questi ons 1 3- 1 5 ) . 

3 . 2  WORKERS 1 NEED FOR AN ORGAN I ZATION  

Fi gure 3 . 1 s hows the responses of workers to  the  fo l l owin g  question : 
" Do you thi n k  i t  is nec essa ry t h a t  worke rs s hou l d  get together and 
est a b l is h  a n  o rga ni z a tion  that  ca n i nform m a n a gem en t  of the  wo r kers • 
p ro b l ems a nd gri ev a nc es ? ". 

The a na l ysis i ndica tes t ha t  the  v ast m a j o rity (76 , 5  % )  o f  t he wor kers 
were i n  fa v ou r  of  t he est a b l is hment  of suc h a n  o rg a niz a tion. 
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� I G J R E  3 . l 

S HO�L8  WORK E RS ESTAB L : S h A� Q2GA;� I Z AT I JN �J � FOR� �ANAG �M E NT  OF TH� I R  
P R 03 � E�� AND GR I � V ANC  S ?  

Y e  
86 , 

Are a  

P ret'or i a 
I 7 7 , l I 
! 2 2 , 9 j N = l 0 9  

b 

: Y es ! 6 ,  f1 
_: _N_c -......1�3�,_5�/ N = l 0 1 6  

T r ad e  u n i on memb9r s h i p  
! 

P or t  E 'i z abet h 
I 9 7 I ' , I 
l , J I N = 2 1 8  

b = F u rt h er  p r ed i ct i o ns are n ot s i g n i f i c an t  

No , N ot s u r e  
68 , 8 I 
� �  ? 11 N = k 8 0  ,.; .I. ' :...  " V ,;; 

b -

T h i s f i ndi n g  corresponds with that  reache d  by Te rbl anche ( 1983 : 29 ) 
who also  fo u n d  that the m a j o rity of  workers in  h i s s urvey g ro u p  ( 63,7 � )  
a dm itte d a nee d for a n  o rga n i z at i on t h at coul d  p rotect their i nterests . 
I f  it is ta ke n  i nto acco unt that Te rb l a nche ' s  invest i gation  h a d  actually 
been  co n d ucte d  a pproximately a ye ar  ear lie r  ( 1 98 1 ) �  it is clear  that 
the re h as been an i n creas i n g  need for s uc h  a n  o rgan i z a ti o n  among wo r ke rs .  

Acc o rdi n g  to  Fi g ure 3 . 1 trade union  membershi p i s  the i n depe n de nt var i able 
that e xe rcise s the most i mportant i nf l uence o n  t ne attit udes of  wo r ke rs 
c o nce rni ng  the establ ishmen t  of an  o rganization . It is i nterestin g  to  
note that  the va st maj o r i ty of  worke r s  i n  both a re as who al ready belon ge d  
t o  a trade uni on neve rtheless admitted a need for a n  o rga nization that 
coul d  c omm unicate thei r griev a nces to  management (77, 1 �; a n d  9 1 , 7 7; 
of the t rade u nio n  members i n  P reto ria  a n d  Po rt Eliz abet h respectively ) .  
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I t  wou l d appear t hat factors such as qual i f i cati o n, age and o ccupat i on 
had no effec t on  the att i tude of workers t owards the found i ng of an 
organ i zati on. The most i mportant reasons fo r the att i tude of workers 
on  th i s matter are g i ven i n  Tab l es 3. 1 and 3.2. 

Tab l e  3. 1 shows t hat the percentages al l o cated to the part i cul ar reasons 
d i ffer consi derab l y between Pretor i a  and Po rt E l i zabeth but that the i r 
o rder of s i gn i f i cance rema i ns nearl y the same. Workers ' most i mpo rtant 
consi derat i ons for t he establ i shment of an o rgan i zat i o n concerned reasons 
such  as effecti ve prob l em so l vi ng , f i g ht i ng  for the r i g hts of B l ack 
workers and cal l i ng  meet i n gs to di scuss probl ems. T he fact that a lmost 
a t h i rd of a l l t he workers (3 0,7 % )  recorded a need for an o rgan i zati on  
t hat coul d f i ght for t he i r r i ghts i nd i cates t hat Wh i te workers were 
probab l y favoured as far as attend i ng to p rob l ems was concerned. To 
the quest i on on whether they t hought that management l i stened rat her 
to t he gri evan ces of Wh i te workers t han to those of B l acks (see Append i x ,  
Questi on 1 8 ) ,  more than a t h i rd of al l t he workers, 36 , 3  % ,  were o f  the 
op i n i on that th i s  was i n  fac t t he case. 

Accord i n g  to Tab l e  3.1 a c onsi derab l e  number of  workers i n  Port E l i zabeth 
fel t  that an o rgan i zat i on  cou l d ac h i eve more t han an  i nd i v i dual worker 
cou l � whereas rel at i vel y many wo rkers i n  Pretor i a  were of the op i n i on 
that an organ i zat i on  cou l d  successful l y  rep l ace supervi sors to  br i ng  
workers i nto contact wi th  management .  

From t h i s  i nfonnation i t  can thus be deduced t hat those workers w i t h  a 
posi t i ve att i tude towards the establ i shment of an o rgani zat i on consi der­
ed i t  mai n l y  as a means by wh i c h the pos i t i on of the B l ack worker i n  the 
work si tuat i on  coul d be i mproved. In c ontrast to th i s  v i ew the majori ty 
of workers i n  both areas who were no t i n  favour of such an o rgan i zat i on �  
suggested that i t  wou l d merel y be an i ns·trument i n  the hands of manage­
ment, wi th t he resul t  that workers ' p ro bl ems woul d remai n  unresol ved 
(Tabl e 3 . 2). Qui te a number o f  workers i n  both a reas were a l so opposed 
to the establ i shment of  such  an  organ i zat i on  because t hey bel i eved t hat 
i t  woul d on l y  cause pro bl ems and g i ve r i se to unnecessary str i kes, 
whereas a lmost a quarter of al l the workers w ho opposed such  an organ i­
zat i on (22,3 % )  fel t  that i t  was t he task of management to  so l ve pro­
b l ems and not that of some o rgan izat i on . 
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TAB L E  3. 1 

WORKERS 1 REASONS FOR WANT I NG TO ESTAB L I SH AN ORGAN I ZATI ON BY  AREA 

R ea s ons  

Not meaning fu l 

M anagemen :  l i s ten s rather  to  
an org an i z at i o n than to an 
i nd i vid u a l  worker 

To b rino about effec tive  
prob l em- so l ving 

To promote c o- operat i on be-
tween man ag ement and work ers 

Wages may i mnrove 

To h av e  s omeone f i g hting for 
the rig hts of B l ac k  workers  

To improv e working condition s  

To  hold meeting s to d i s c u s s  
problems 

J ob s ecurity may improv e 

Supervis or does not communi-
cate workers • problems to 
man agement 

TOTAL 

U n specified 

3 . 3 NATURE OF THE ORGAN I ZATI ON  

Area  

P retor i a P ort  

N r,/ 
IC 

5 1 , 3 

31 8 , 2  

1 3 i 34 . 7  

16 4 ? ' ,._ 

8 2 , 1  

91 2 4 , 1 

49 13 , 0  

3 0 , 8  

44 11 , 6  

378  100 

1 

Tot a l  
E l i z abet h 

N % N % 

1 5  3 , 8 2 0  2 , 6 

57 1 4 , 4  88 1 1 , 4  

71  1 7 , 9  202  26 , l  

20 5 , 0  36 4 , 6  

3 0 , 8  1 1  1 , 4  

1 47 37 , 0 238 30 , 7  

3 0 , 8  3 0 , 4  

57 14 , 4 1 0 6 13 , 7  

5 1 , 3 8 1 , 0  

19 4,8 63 8 , 1  

397 100 775  100 

1 2 

Certa i n  statements concern i n g  the e stabl i shment, l ea dersh i p a n d  commun i ­
cat i on methods  o f  a workers' o rgan i zati o n  were made i n  order to fi nd  
out what workers  bel i eved the nature of s uch an  o rgan i z at i on  to be. It  
sho u l d be n oted that a l l the res pondents d i d n o t  react to  a l l the 
statements  and  con sequentl y for some statemen ts the total n umber of  
respondents  ( N )  w i l l  d � ffer from that of  the total s urvey group. 
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gsLE  3. 2 

WORK ERS ' REASONS FOR NOT WANTI NG TO ESTABL ISH AN ORGAN IZATION BY AREA 

Reas on s  P retoria 

N 

N ot mean i n gfu 1 10  

May be di smi ssed if I try to 
s tart suc h  an organi zation  4 

Organi zation  causes too muc h 
troub l e/may cau s e  u n n ecessary 
strikes 24  

Such an organi zation  is 
p ro hibited 1 1  

N o  prob l ems exp erien ced at 
work  1 4  

Not  fami liar with  such  an  
or g an i z at i on  

Manag ement  s hou l d  so l v e 
workers ' prob l ems 3 6  

Organization  wi l l  be mer e ly a 
too l i n  the  hand s  of manage-
menthvi 1 1  not be ab l e  to he l p  
work ers 43 

TOT.AL l d2 

U n s pecified 12 

3. 3 . 1 Esta b l is hmen t of the o rgani za t i on 

°' 
/0 

7 , 0 

2 , 8  

1 6 , 9  

7 , 7  

9 , 9 

25 , 4 

30 , 3 

100 

Two sta tements were made in t his rega rd :  

Area 

P ort 

Management  sho u l d esta b l i s h t he o rganiza t i on.  

E li zabeth  

N 
°' 
/0 

6 7 , 7  

7 9 , 0  

9 1 1 , 5  

8 10 , 3 

5 6 , 4  

3 3 , 8  

1 3  1 6 , 7 

27 34 , 6  

7 8  100 

7 

Workers themse l v e s  sho u l d esta b lish t he organ i za ti on .  

Tota 1 

N ,o 

1 6  7 , 3 

1 1  5 , 0 

3 3  15 , 0 

1 9  8 , 6  

1 9  8 , 6  

3 1 , 4  

49 22 , 3  

70 3 1 , 8 1 

220 100 

1 9  

These statements co rrespo nd  with  simi la r sta temen ts tha t  Terb lanche ( 1 983 : 
72 ) inc l uded in his q uesti onnaire . T he same sta teme nts 1.AJere inc l uded 
�ga in in  o rder to determi ne whether  there ha d been a ny change in the 
a tt i tude o f  B la c k  'tJO rkers towa rds the  estab l ishment of such  an o rgan i ­
zat i on during the yea r tha t  ha d e la psed between the two inv estiga tions . 
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The responses to the two s tatement s  are analyzed in  Figure s 3 . 2 and 3 . 3 .  

In accordance wi th the find ing of Terblanche ( 198 3 :  32-34 ) , F i gure s 3 .2 
and 3 . 3 show that the large majori ty o f  workers in  both areas bel ie ved 
that the worker s, and not managemen t, should e s ta bl i sh the organ i :�t i on .  
However a relat i vely h i gher percentage of the worker s in Port El i za beth 
than i n  Pretor ia were, accord ing to F igure s 3 .2 and 3 . 3, in favour of 
the workers s tart ing the organ i zat ion . F igure 3 . 3  furthermore reveal s 
that younger workers in Port El i za be th ( 15-44 ) were more in favour o f  
workers taking the in i t iat i ve than wa s the ca se w i th older workers .  

The group of workers who bel ieved that management should e sta bl i sh the 
organ i zat ion most  probably d i d  not have a trade un ion in m ind . 

F I GURE 3.2 

�ANAGEMENT SHOULD  ESTABL I SH THE ORGAN I ZAT I ON 

N= 3 7 5  

a 

Yes 
No 
Not s ure 

l ,  

80, 4 N=744 
8 , 3 

Are a 

a = No further pred iction i s  po s sible 
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7, 6 

84 , 6  N=36 9  
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F I G UR E  3 . 3 

WORK ERS  SHOULD  E STABL I SH THE  ORGAN I ZAT I ON 

Yes I s2 , s 
N o  1 0, 3 N = 7 46 
Not sure 6 , 8  

,4rea 

Pretori a  Port E l izabeth 

76, 8 88, 8 
1 4, 4  N = 3 75 
8 , 8  

6, 2 N = 3 7 1  
4, 9 

a = No  further prediction is possib l e  

15-44 
91, 7 

Age 
I 

5, 2 N =290 
3 , i 
a 

b = Further predictions are not significant 

3.3.2 O rganization leaders hip 

45+ 
79, 0  
9, 9 N =81 

1 1, 1 
a 

Rega rd less of  w ho sta rts an o rganization, it is gene ra l l y accepted t hat 
no o rganization can function e ffective l y  wit ho ut lea de rs . T he vast 
majority o f  workers - 697 o r  92, 8 % of  t he 751 wo rke rs - w ho reacted 
to t he statement 11 No o rgan i za ti on can function without a 1 ea de r 1 1  

, gave 
a positive answer to t his statement. 

E lection of  lea de r  
The fo l lowin g statements conce rning t he e lection of  lea de rs we re inc l u­
ded in the q uestionnaire : 

(a ) The lea de r  m ust be e lected in s uc h  a way t hat one member of  t he 
o rganization wi l l  not know how anothe r membe r voted. 

( b ) Diffe rent lea de rs sho u l d be nominated by membe rs, fo l lowed by a 
session dur ing w hic h members s ho u l d  open l y  vote for t he respec­
tive nominees so t hat eve rybody can see w hich lea der  gets t he 
ma jority of  votes. 
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( c ) Mana gement should be p resent when the  l eader  i s  elected . 

( d )  The  re- election of  a l ea de r ( s )  s ho ul d  occ u r  on a reg u la r  bas i s. 

The response s to t hese statements a re ana l yz ed i n  F i g u res 3 . 4- 3 . 7 .  

F I G 0 R E  3 . 4 

THE L EAD E R  S HOULD  B E  E L E C TE D  BY BAL LOT  

Y es 
N e  
No t s ure 

Pretor i c  

3 3 , 1 I 

,.. - n t b !) ' \.• i 

Area 

� N=3 7 5  

Po:-- t  E l i zabeth  
!:> 8 , 3  I 3 8  8 I N = 3 7 4  '"' ' I � '  9 I 

Trad e-u �ion member 

Yes No , N ot sur e  
I 5 3  5 1 
I 44 : 9 I N= l 98 

I 
Qua l i f i cation 

None  - Std 7 Std 8 -10 
5U , 4 I 
4 9 , 6  I N = l 3 1  
0 , 0  

a 

a = No prediction is pos sibl e 
b = Furt her predic t i on i s  n o t  significan t  

"" 9 ' 
3 5 , 8  
4 , 5  

a 

N = 6 7  

1 6 3 , 6 ; 
3 1 , 8  i N = l 7 6  
4 ,  5 ! 

a 

It appea rs from Figu re 3.4 t hat approx ima tely only a t h i rd o f  all t he 
respondents involved were in favou r  of  vot ing  by ballot w hen elect ing 
a leade r fo r t he organization. Compared with Pretor ia w he re on l y  8 ,0 % 
of  t he respondents s upported secret vot i ng .  53 , 8  % of  the  res pondents 
in Port El iza beth favoured voting by sec ret ballot w hen electing leaders . 
Howeve r ,  non-members and respondents who we re not s u re w het her  they 
belonged to a t ra de union were more in favo ur  cf  sec ret vot ing t han 
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t ra de un ion  m em bers i n  Po rt E l i za beth. F igure 3.4 also reveals that 
better qual i f i ed tra de u n i o n  m em bers were aga i n  more pos it ive than 
sem i -s k illed a n d  uns k illed  un ion m em bers a bout elect i ng lea ders i n  
s ec recy. 

F I GURE  3.5 

LE ADERS  SHOULD  B E  NOM I NATE D AND VOTE D FOR OP EN L Y  

P ret'or i a 
98 , 4 

Y es 
No 
Not sure 

1 , 1 N=37 5  
0 , 5 

Occupat ion 

82 , 3 
15 , 5  

2 , 3 

Ar ea 

Profess ional , T echn ical* 
Cler i c al ,  oper ators 

1

9

� : � I 
N = 3 2 4  � : o  N = 5 1  

0 , 0 3 , 9  
a a 

M = 7 50 

Port El iz abeth 
66 , 1 
2 9 , 9 N=37 5  
4 , 0 

* For p r ac t ical purposes only the f i rs t  occu p at ion in e ach occu p at ion al 
c at egory is quoted (see Chapter 2). 
a =  No pred ict ion is poss i bl e .  

As ca n b e  expected , F igure 3.5 shows that d esp ite  th e  fact that the 
la rge ma jor ity of wo rkers (82 ,3  �; ) bel i eved  that a l ea der  should be 
elected  by m ea ns of o pen  vot i ng ,  a cons i dera bly h igher  percentage of 
the Pretor ia wor kers tha n those i n  Port El i za beth supported th i s  v i ew 
( 98 ,4 % as o p posed to 66 ,1  % ) . Acco rd i ng to F igure 3 . 5 i t  wou l d  
a ppea r  that the occupatio n  of the wo rke rs i n  the Pretor ia a rea also 
ha d a bea r i ng on  the i r o p i n ion rega rd i ng the cho i ce of  a lea der. 

As o pposed  to the reasona ble d egree of consensus between the workers 
i n  Preto r ia a n d  Port El i za beth on  elect i ng a l ea der, Figure 3. 6 shows 
that workers i n  these two a reas d i ff e red  ra d i cally on  the matter  of 
the presence  of ma nagement when  elect i ng a l ea der . For examp l e almost 
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F i G U R E  3 . 6 

MANAG EM E NT  SHOUL D BE  P R E S E � T  WH E N  LEAD E R  I S  E L E C TE D  

Y es 44, 9 l 
N o  51, 5 N = 750 
N ot sure 3, 6 

Area 

P retor- i a P ort  Elizabeth 
j 6 2 ,  8 I 

36, l N = 3 7 4  , � 
l. ' l 
a 

I 2 7 , 1 
66, 8 N =376 

! 6 , 1 I 

Trade- u n i on memb er 
' 

Y es r 6,8 
7 8, 6  N= l 96 
4 , 6 

b 

a = N o  prediction is possible 
b = The prediction is not significant 

FIGURE 3 . 7 

No , N ot s u r e  
38, 3 
53, 9 N = l80 
7,8 

a 

L E AD E R ( S )  S HOUL D BE RE - E L EC TE D  REG ULARLY 

P retoria 
78, 9 

Yes 
N o  
N ot 

14, 1  N =375 
,. a b ' ..;  
a 

f s3, 7 I 
I 9, 1 I N = 7 49 

sure I 7 , 2 1 

Are a  

a = N o  prediction is pcssib l e  
b = The prediction is not significant 
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Port Elizabeth 
88, 5 

4, 0 N =374 
7 , 5 

b 



two-t h i rds of t he Pretor i a  workers concerne d were i n  favo ur of ma na ge­
ment 's  presence at t he elect ion of a lea der, whereas 66, 8 % of t he Port 
E l i zabet h workers were a ga i nst it . However, non -tra de un ion members 
i n  Port El izabet h were mo re i n  favour of ma na gement be i n g present at 
s uc h  elect ions t ha n  was t he case w i t h  trade un ion  members. It t here ­
fore seems t hat t ra de un ion  members i n  Port El izabet h were more 
i ncl i ned to see t he orga n izat ion  as a typ i cal tra de u n ion  t ha n  was t he 
case w ith  t he other workers . 

Accord i n g to f i g ure 3.7 area i s  t he most important factor affect i n g  t he 
att it ude of workers towards t he re gul ar elect io n  of a leader ( s ) .  Tho ug h  
relat ively more workers i n  Port El izabeth t ha n  i n  Pretoria were i n  
favour of re gular elect io ns to f i n d  a leader ( 88 , 5  % as opposed to 
78,9 % ) , t he percenta ges i nd i cate t hat t he vast ma jority of t he workers 
concerned i n  both  areas felt t hat t he lea der (s ) of t he orga n izat ion  
s ho uld  be re-elected o n  a re gular bas i s. 

3.3.3 Comm un i cat io n between t he leader of t he orga n izat io n a n d  ma na gement 
O ne of t he ways i n  w h i c h  closer contact ca n be establ i s hed  between 
workers a n d  t he i r  lea der i s  by ma k i n g  a place ava ilable w here members 
of t he organ iza t ion  can meet to d isc uss problems. T he large majority 
of all t he workers ( 8 7 , 5 �; ) conf i rmed t hat " Ma na gement s ho uld  ma ke 
a place ava ilable w here members can meet to d iscuss problems".  

The q uest ion  t hat now ar ises i s  what t he workers ' att it ude was towards 
t he poss i ble presence of ma na geme nt at s uc h  a meet i n g. Th i s  i nforma­
t io n  is  a nalyzed i n  F i gur� 3.8. 

F I GURE  3.8 

MANAG EME N T  SHOULD BE P R E SE NT WHEN  P ROB L EMS ARE D I SC USS E D  

Yes 
No 
Not sure 

P retoria 
49,9 
45, 6 N=373 
4, 6  

b 

33, 4 
6 1, 1 N=751 
5,5 

Area 

P ort El izabet h 
17, 2 
7 6, 5  N=378 

6, 3 
b 

b = Furt her  p r ed ict ions are not s i g n i f i cant. 
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Accord i n g  to F i gure 3 . 8  t he m a j o r i ty of  wo r ke rs conce rned ( 61 , 1  % ) we re 
o p posed to management be i n g p resent  at meet i n gs w he re p roblems are 
d i scussed , whe reas an  add it i o n a l  5 , 5 '.�o v-.re re not s u re. Desp i te t he fact 
that  t h i s f i gure reveals t hat t he wo r ke rs i n  t he P retor i a a rea  were 
more i n  fav ou r  of ma nageme nt attend � ng s u c h  meet i n gs t ha n  was t he case 
w it h Po rt El i za bet h wo r ke rs ( 49 , 9 % as a ga i nst 17 , 2  % ) , i t  would seem 
t hat t he former wor ke rs p referred d i scuss i n g  the i r  p ro b l ems w it h  t he i r 
le ader before comm un i cat i n g t hem to  m a n a geme nt. 

Three statements we re used to  test the  way i n  whic h wo r kers p refe rred 
t he i r p roblems to be c ommun icated to mana gement : 

( a )  Man a gement s hould a llow t he le ade r  t hat was  elected t o  tal k  to 
t hem from t i me t o  t i me a bout t he wor ke rs ' p ro blems. 

( b ) Management can not l i sten to a l l t he mem bers of  t he orga n i z at i on 
at t he s ame t i me , t herefo re only t he elected leade r  s h ould 
d iscuss t he workers ' p ro blems wi t h  management. 

(c ) Wor kers shou l d  be p resent when  the leader  tal ks to m a n a gement 
a bout t he i r gr ie v ances t o  e nsure t hat he re p resents t hem correctly. 

The an alys i s  of  statement ( a )  by means of t he p rev i ous l y  me nt i oned 
i nde pendent v a ri a b les reveals t hat n one of  t hese v ar i a b les had any 
effect on  t he v iew of  workers towa rds pe r i odi c  tal ks between t he leade r  
and management o n  wor ke rs ' p ro blems . T he v ast m aj o rity of  wor ke rs �  
93 , 9 % ,  were i n  favou r  of  such tal ks be i n g hel d on  a regular  bas is. 
T he react i o ns to  t he l ast two statemen ts ( b a nd c )  a re a n alyzed  i n  
F i gures 3.9 and 3. 1 0. 

F i gure 3.9 i nd i c ates t hat desp ite relat i vely more of t he wor ke rs 
conce rned i n  P retor i a t han  Port El i za bet h be i n g i n  favou r  of  t he leade r  
alone d iscuss i n g wo r ke rs • p ro blems w i t h  m an a gement ( 94 ,7 % as a ga i nst 
88, 1 % ) , t he ove rall pe rce ntages s how clea rly t hat t he vast m aj or ity 
o f  wor ke rs conce rned i n  both a reas supported t h i s  v iew. 
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F I G U RE 3 . 9 

THE LEAD E R  ALON E SHO U�D D I SC USS WO RK E RS ' PROBL EMS W I TH MANAG E M E NT 

Yes 91, 4 
No  6, 9 N = 7 53 
N ot sure 1, 7  

Are a  

P r etor i a  
94 , 7 

Port E liz abeth  

4, 8 N = 3 7 5 
0, 5 

a 
[TI] rJ = 3 78  

-
a 

a = N o  further  predic tion is po s sible 

FIGURE  3 . 1 0  

WORKE RS SHOULD B E  PRE S E NT WHE N THE LEAD E R  DISCUSS E S  TH� I R  PROBL EMS 
WI TH  MANAGEMENT 

Y es 
N o 
N ot sure  

Pretor i a 

n-m N = 3 7 5  

45 , 8 
50, 3 

3, 9 

Area  

N = 75 1  

Port E liz ab eth 
, 0  

67, 0 N=376  
4, 0  

Tr ad e  union member  a 

Y es 
4 1, 9 
5 5, 8 N = 86 
2, 3 
a 

No , N ot sur e  
6 , 9 
27, 0 N =289 

4,2  
a 

a = N o  further  prediction is  po s sib l e  
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Acco rd i n g  to  Fi g u re 3. 1 0 ,  almost  two-t h i rds of the wor ke rs in the 
P re to ria a rea were in  fa vour  of  mem bers bein g  p resent  when  t heir 
lea der  ne gotiated with  m ana gemen t a bo ut t he i r gr ievances , whe reas t he 
m ajo rity of wor kers in t he Port El iz a beth  a rea  he l d  e xactly the opposite 
v iew . I t  wo ul d , however ,  appea r  tha t  non- t ra de union mem bers in 
Pretoria a re more in fa vou r of mem be�s be i n g presen t  at  a d iscussion 
t ha n  i s  the case w i t h un ion  mem ber s . 

Re ga rd l ess  of t he way in  wh ic h  wor ke rs p refe r t heir pro blems to be 
comm un i ca ted to ma n a gement , it is impo rta n t  to note t ha t  t hey realize 
t ha t  ma na geme nt ca nnot  a l ways com ply w i t h  all t he req uests ma de t h ro ug h  
t heleade rs of t he orga n i z ation. Fi g u re 3 . 1 1  give s a n  a nalysis of 
vJor ke rs ' reac tio ns to the sta temen t  "Ma na gement  can not a l ways solve 
all t he wor ke rs ' pro blems , therefore wo r ke rs s houl d  also l isten to 
ma na gement to  fin d  ·o ut  why m a n a gement ca n no t  so l ve all t he pro b l ems" . 

F I G URE 3 . 1 1  

WORKERS S HOULD ALSO L I STE N T O  MANAGEMENT ' S  PROBLEMS 

Yes 90 , 8 1 
No 6 ,7 N= 750 
Not s ur e  I 2 , 5  

P re tor i a  
94 , 4 
4 , 0 N = 3 74 
1 , 6 

a 

Are a 

a =  No furt her pred ic t i o n is poss i ble 

Port El i zabeth 
87 , 2  
9 , 3  N=3 7 6  
3 , 5 

a 

Fi gure 3. 1 1 i n dica tes t hat  a l t ho u g h  a rela t i ve ly greate r  n umbe r of t he 
wo rkers in  Pretoria t ha n  in  Po rt Eliza bet h  were p repa red to see t he 
ma tte r  f rom ma na gement 1 s po i nt of view as well , t he la rge ma jor i ty of 
all t he workers in both a reas were i n  favo u r  of m ut ual commu n i ca tion 
be tween worke rs a n d  ma na gement  conce rning  t he pro blems e xpe rienced by 
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wo rkers . The vast majo rity of a l l the wo rke rs in both a reas, name ly 
80,7 % ( 88, 8 % and 7 2, 6  % in Preto ria and Po rt E l izabeth, respective ly ),  
a l so we re of the opinion that mana gement shou l d  be a l lowed a reasonab le 
amount of time to so l ve thei r p roblems . 

It is impo rtant that wo rke rs shou l d  fee l that mana gement l istens to 
thei r prob lems, re ga rd less of  whethe r this fee l ing  is based on rationa l 
o r  i rrationa l g rounds (see Chapter 2 ) .  A number of statements in this 
re ga rd were therefo re a l so inc luded in the questionnaire :  

(a ) Wo rke rs shou l d  be informed whi ch p rob lems ha ve been so l ved and 
which not . 

(b ) If p rob lems have not been so l ved o r  cou l d  not be so l ved, mana ge­
ment shou l d  exp lain the reasons fo r this to the worke rs .  

The rea ctions to these two statements a re ana lyzed in Figures 3 . 1 2  and 
3 . 1 3 .  

I t  appea rs f rom Fi gure 3 . 1 2  that 97, 2  % of a l l the wo rkers concerned 
were of  the opinion that mana gement shou l d  info rm the wo r ke rs which 
prob lems cou l d  and which cou l d  not be so l ved. This was the view of 
re lative ly mo re wor ke rs in Pretoria than in Port E lizabeth . Acco rding 
to Figure 3 . 13 the la rge majo rity of a l l the wo rke rs concerned ( 94, 6 % )  
a lso be l ieved that it was the duty o f  mana gement to exp lain to wor kers 
why ce rtain p rob lems we re not and cou l d  not be so l ved . Howeve r, non­
trade union members in Pretoria were more inc lined to support this view 
than non-members in Po rt E l izabeth . 

The way in which mana gement shou l d  info rm wo rke rs of the reasons for 
prob lems not being so l ved is ana lyzed in Table 3.3 . The majo rity o �  
wo rke rs concerned in both a reas p referred mana gemt:nt to info rm them 
through the leade r  of the o rganization of  the reasons why their p rob lems 
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F I G U R E  3. 1 2  

MEMBERS SHO UL D B E  I N FORM E D  O N  PROB L EM SOL VING 

Y es 
N o  
N ot 

! 
P r etor i a  

� 
I � ' �  I N = 75 1  

, u r o  I � ' �s I - ' '- � 

P..r e a  

Port Elizabeth 
95 , 5  1 98 , 9 ! 

I 1 ,  1 ; N =375 2 , 9 N =376 
1 , 6 

a 

a = N o  fu rther prediction is poss i b l e  
b = Further predictions are not signif i cant 

F I G URE 3 . 13 

MANAGEME NT  SHOULD  EXPLAIN TO MEMB ERS WH Y P ROBLEMS ARE N OT SOL VED 

Y es 

I 
9
� ' �  I N =28i 

Lill 
a 

Yes 94 , 6  
N o  3, 5 N = 753 
N ot sure 2 , 0  

I 
Trade union Member 

No 
9 , 4 
1, 9 N = 468 
1 , 7  

Area 

Pretoria 
j98,3l LLlJ N =289 

Port E 1 i zabeth 
93, 3  

t 

' 
b 

a = No  further predictions are poss i ble 
b = F urther predictions are not significant 
c = N too small for further division 
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4, 5 N = l 79 
2 , 2  

a 

Not sure 
7 5 , 0  
0 , 0  N =4 

25 , 0  
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ha d not yet been solve d ( 61 , 0  % a n d  55 , 4  % i n  t he Pretor ia a n d  Port 
El izabeth a reas respe ct i vely ) .  T he fact that a pprox imately a t h i rd of 
a 1 1  t he workers conce rned p refe rred  ma na geme nt to i n form t hem i n  a 
meet i n g of  t he reasons why t he i r problems were not solved, i nd i cates 
t hat t hese worke rs m ig ht also pre fer  to be present when  ma na gement  
states its case to the lea de r of  t he orga n izat io n . F ig ure 3.14 g i ves 
a n  a nalys i s  of t he responses of wor ke rs to a statement i n  t h i s  rega rd : 
11 Management s hould expla i n i ts problems to t he c hose n leader s  when all 
t he worke rs a re present 1 1

• It i s  of  cou rse real ized that s uch  a 
system would be i m pract i cal i n  most cases. The q uest ion  was as ked  
to gauge t he fee l i n g or  att itude of the wor ke r  

TABLE  3. 3 

WAY I N  WH I C H  MANAG EM E NT  S HOULD  I N FORM WORK ERS BY AREA  

Area Tota l 
Reasons Pretor ia Port El i zabet h 

N % N % N % 
Not mean i ngful 3 0, 8 2 0, 6 5 0, 7 
By means of the lead er 2 2 1  6 1, 0  194 55, 4 41 5 58, 3 
At a meet i ng 1 13 31, 2 137 39, l 250 35, 1 
By means of the superv isor 24 6, 6 3 0 , 9  2 7  3 , 8  
I n  a letter to eac h worker 1 0, 3 14 4, 0 15  2, 1 
TOTAL 36 2 100 350 100 7 1 2  100 

F igure 3.14 i nd i cates t hat desp ite t he fact t hat t he la rge majority of  
wor ke rs conce rne d i n  t he Pretor ia a rea ( 7 9, 1  % )  we re i n  fa vou r  of  
ma nagement i n fo rm i ng t he lea de r of  its problems i n  the presence of  all 
t he members of  t he o rga n izati o n, o nly 44,3 % o f  t he Port El izabet h 
worke rs hel d t h i s  v iew. Nea rly hal f  t he worke rs concerne d i n  Port 
El izabet h, 49, 9 � we re also opposed to t he i dea o f  membe rs be i ng 
present at talks between t he lea de r (s )  a n d  ma nagement to solve p roblems. 
In Pretor ia non-tra de un ion  membe rs were more i n  favour  of t he presence 
of  members t ha n  t hose worke rs who were t ra de- un i on members, whe reas i n  
Po rt El izabet h age a n d  occupat io n has a n  e ffect o n  worke rs '  o p i n io n  
i n  t h is  rega rd. 
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F I G URE 3. 1 4  

�ANAGEMENT  SHOULD EXP LA I N  T S  PROB L EMS  TO THE L EAD E RS WHE N AL L THE 
M MBERS ARE P R E S E NT 

Pretor ia 

Yes 6 1 , 1 
N o  3 4 , 6 N = 7 49 
N ot sure 3, 7 1 

I 

Area 

7 9 ,  1 l_jJJ N = 3 7 4  

I 
Trade union mem ber 

Yes 
68, 6  
3 0, 2 N =  86 
1, 2 

a 

No , Not  sure 
I s2, 3 
16 , 0  N == 288 
1 , 7 

b 

P or t  E l i zabeth 
{44,31 
I 49, 9 I N= 3 7 5 
. 5, 9 

I 
1 5 - 44 
44, 6  

Age 

51 , 7 N = 294 
3, 7 

Occupa tion 

I 
45+ 

43, 2 
43, 2 
13, 6 

a 

Tee hn  i ca 1 * 
41, 7 

N = Sl 

Profess iona l, Clerical, Operators* 
44, 7 
5 2, 5  N= 282 
2 , 8  

3 3, 3  N = l 2 
2 5, 0  

b C 

*Beca use of practica l considerations only the f i rst occupa tion in each 
occupational category is i ndicated (see Chap ter 2 ). 

a =  No further prediction is possible. 
b = Further predictions are not s ignificant. 
c = N too small for further d i v ision. 

To  s umma r i ze i t  ca n the refo re be sa i d  t hat desp i te d i ffe rences between 
the v iews of  workers i n  P retor ia a nd  Port El i za beth rega rd i ng the 
prese nce of  mem bers  at negot iatio ns conducted between their l eader a nd 
ma na 9ement ,the la rge ma jor ity of  worke rs i n  both gro ups were in  favou r  
of  m ut ual comm un i cat ion  as a mea ns of  p roblem solv i ng. Th i s  att itude 
im pl ies that go i ng o n  stri ke i n  o rder to t ry to solve p roblems a ppa rent­
ly does not e njoy the ge neral s upport of the worke rs . 

A q uest io n  o n  th is  s ubject was put to wor kers a nd they were req u i red to 
choose between three statements (see Append i x, Q uest io n  15 ) :  

(a ) Whe n wor kers have pro blems � wor ke rs a nd ma nagement should put 
matters r igh t  by mea ns o f  g roup d isc uss io ns .  
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( b )  When wo rkers have problems, workers  and management shoul d  talk 
about them only once and if management cannot put the matter 
ri ght, the workers shoul d stri ke .  

( c )  It i s  useless for workers to discus s their problems with management . 
Workers  have to strike first befo re management will pay any atten­

tion .  

As  expected, the vast majo rity of all the workers  concerned, 94, 3 %, 

supported the view stated in (a ) .  In agreement with Terblanche ( 1 983 : 54 ) 
who found that j ust over half the workers  in his survey group ( 53 , 5 % )  
were not in favour of striking , it would therefore appear that workers 

in general are nowadays opposed to going on strike a s  a way of solv i ng 
problems .  It should be kept in mind that the two investigations were 
conducted at different times . In contrast to Terblanche who conducted 
hi s investigation during a perio d of economic growth, the investigation 
concerning Black workers 1 perception of problem solving was carried 
out during an economic reces s ion . Because Black wo rkers  would  be more 
seriously affected by a strike during the reces sion than during the growth 
period two years  ago, it was to be expected that they woul d  be more 
negatively inclined to go on strike. Furthermore 94, 9 �� of al 1 the 
workers  were also convinced that there would be fewer strikes  if 
management and workers  understood each others ' problems better ( see 
Appendix, Question 1 4. 1 4 ) .  Their most important reasons for such an 
a rgument a re analyzed in Table 3 . 4 . 

Table 3 . 4  reveals that the most important reasons  why talks with 
management can reduce strikes (according to the workers ) ,  a re that 
co-operation between management and workers is improved, problems can 
be solved and a greater degree of understanding is  established between 
workers and management . Although the number s  ( N )  were small, some 
workers believed that strikes,  a s  opposed to talks , did not solve 
prob 1 ems . 
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T.4B L E  

R E ASONS W HY M UTUAL UN D�RSTAND I NG CAN R EDUC E  STR I K E S  BY AR E A  

P.. re a 

I Rea.s on s Pretor i a  P or t  El i zabeth Tota 1 
N 

ot 
le N % N % 

N ot meaning ful 1 0, 3  3 0, 8 I 4 0, 6 
P roblems are S O  1 V ed in this way 1 1 0  31, 4 98 26, 9 208 2 9, 1 
Strikes d o  not solve problems 2 0, 6 10 2, 7  12 1, 7 
Co-operation between management an d 
workers is improved 98 28 ; 0  1 2 0  33, 0 2 18  30, 5 
R ac i a 1 discrim i n ation is e 1 i min ated 3 0, 8 3 0, 4 
Man ager.ien t does nothing about v,orkers 1 

prob l ems where there i s  a 1 ack of 
mutua 1 understanding 3 0, 8 3 0, 4 
Better unders tanding between man age-

ment and workers 13 9 3 9, 7 12 7 34, 9 266 37 , 3  
TOTAL 350 100 364 100 71 4  100 
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CHAPTER 4 

TRADE UN I ON MEMBERSH I P AND WORKERS ' ATTITUDE TOWARDS A TRADE UN I ON 

4 . 1 INTRODUCT I ON 

Black workers do not seem to consider t he Industrial Council as an 
effect i ve system for solving their problems. For example, from 
information analyzed i n  the previous chapter it is clear that t he 
vast majori ty of workers acknowledged a need for an organization t hat 
could communicate t heir problems to management, despite the fact t hat 
t hey could legally  belong to a trade union t hat could negotiate on 
t heir behalf . However, trade union membership, second only to the 
factor of area , played on importan t role in t he workers' view of such 
an organization. I n  Port Elizabeth for example, union members were 
more inclined to regard such an organization as a typical trade union 
than was the  case with ot her workers. T h i s  chapter deals with  trade 
union membership and the attitude of non-members towards a trade union . 

4.2 TRADE UNI ON MEMBERSH I P  

Table 4 . 1 shows t he number of workers who claimed to be trade union 
members, not only in proportion to t he total survey group, but also to 
Terblanche ' s  survey group (1983 : 46) . In Table 4.2 there is an 
analysis of members' knowledge of t he name of t heir trade union, 
according to area . 

Table 4.1 confirms t he generally accepted view in literature t hat 
trade union membership is steadily increasing among Black workers 
(compare i nter al i a  Volks handel, May 1983: 88 and 64). Trade union 
membership has for example increased from about 2 0- % to about 30 % in the 
year t hat elapsed between t he two investigations. 

From Table 4 . 1  it appears t hat considerably more workers in Port 
Elizabet h t han in Pretoria belonged to a trade union (44,0 % as 
opposed to 20,7 %) . T here was also a marked increase between the 
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TABLE 4 . 1 

TRADE UN ION M�MBERSH I P  

Area Tota l Terblanche ' s  
Pretori a Po rt El i zabeth total 

Membersh i p N O! N JI N ()/ N Of 
/0 /0 /0 lo 

Yes 1 1 2 2 0, 7  222 44 , 0  334 32 ,0 2 45 20,2 
No 41 8 77 , 4  280 55 , 4  698 66 , 8  970 79,8 
Not sure 1 G 1 , 9 ":, 0, 5 1 3  1 ,, 2 ,.) 

TOTAL 540 1 0 0 505  1 0 0 1 045 1 0 0 1 2 1 5 1 0 0 

Unspeci f ied :  4 2 5  29  

TABLE 4.2 

KNOWLEDGE OF TRADE UN ION'S NAME 

Area Total 
Pretor i a  Port El i zabeth 

Knov1s name of trade uni on N of N Cl N /0 /C ID 

Yes 45 41 , 3 1 35 7 3,8 1 80 61 ,6 
No 64 58 , 7  48 26, 2  1 1 2  38 , 4  

TOTAL 1 0 9  1 0 0 1 83 1 0 0 292 1 00 

Unspec i f i ed :  3 39 42 

t�o survey s : 2 0, 2  % i n  1 98 i  to 32, 0 % in 1 982. T he majority of 
uni on members  i n  Port El i zabeth (accordi ng to Table 4 . 2) knew the 
name of t hei r trade uni on (7 3,8 %), whereas less than half t he members 
i n  Pretori a  ( 4 1 ,3 % )  were famil i ar w i th the name of thei r uni on .  

Although t he majori ty of all t he workers concerned (66,8 % )  d i d  not 
bel ong  to a trade un i on, accordi ng to Table 4. 1 ,  i t  should be borne 
i n  m i nd that the power of Black t rade un i ons w il l  i n  future not only 
depend on t hei r present members h i p but a l so on the number of workers 
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who experience a need to be long to a union . This mat te r  is dea l t with 
in the next paragraph . 

4. 3 WORKERS 1 NEED TO BELONG TO A TRADE UNION 

Wo rkers who were not members of a trade union at the time of the 
investigatio n were requested to indicate whether they wou l d  l i ke to 
become members of  a union (see Appendix , Question 17 ) .  The info rmation 
obtained is ana l yzed in Tab le 4 . 3 .  

TABLE 4.3 

DESIRE TO JOIN TRADE UNION 

Area Tota l 
Wou l d  l i ke to be a member Pretoria Port E lizabeth 
of a trade union N Of N % N 0/ 

lo /0 

Yes 103 25 ,2 91 32 , 9 1 94 28 , 3  
No 267 65 ,5 121 4 3 ,7 388 56 , 6  
No t sure 38 9 , 3 6 5  2 3 ,5  10 3 15 ,0 

TOTAL 408 100 277 100 685 100 

Unspecified :  10 3 13 

According to Tab le 4 . 3 more than a quarter of the non-trade union 
members (28 , 3  % )  indicated that they wou l d  l i ke to have trade union 
membership . However the percentage of non-members who did not want to 
become trade un i on members ,  or  who were not sure whether they were 
interested in becoming members ( 56 ,6 % and 15 , 0  % ,  respective ly ) , is 
unexpected l y  high. This imp lies that B l ac k  trade unions cannot 
affo rd to be at a l l i rresponsib le  if they want to keep or  increase 
B lac k membership . Another matte r  that shou l d  be ta ken into account ,  
as previous l y  mentioned ,  is that the survey was carried out during an 
economic recession , which might p ro bab l y  have inf l uenced the attitude 
of B lac k worke rs towards trade union membership . 
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I t  i s  a l so i nterest i ng to note t hat considerabl y  more workers in 
Pretori a  t han i n  Port El i zabeth were negative in their atti tude 
towards trade union membership . This corresponds wi th  earl ier 
deductions , name l y  t hat workers in Port Elizabet h are more incl ined to 
consi der t he organization for commun i cat i ng their prob l ems to manage­
ment as bein g a typ i ca l  trade union than is the case with workers in 
the Pretoria area ( see Chapter 3). 

T he most i mportant reason s for wanting or not wanting to be a member 
of a trade union are analyzed in Tab l es 4.4 and 4 . 5  respect ively, 
whereas Tab l e  4 . 6 reflects t he reasons why the group of workers who 
woul d like to bel ong  to a t rade union were not yet members at the 
t i me of the investigati on. 

TABLE 4 . 4  

WORKERS ' REASONS FOR WANT I NG TO BELONG TO A TRADE UN ION 

I Area 

I Reasons  

Total 
Pretoria  Port Elizabeth 

N 0/ N 0.1 N Of 
IC /0 lo 

2 2,0 1 1 , 1 3 1 , 6  Not meaningful 
To obtain job securi ty 1 4  1 3 , 7 1 5  1 7  ,2 29 15  ,3 
To reso l ve grievances 32 31,4 28  32 ,2 60 31 , 7  
To protect workers ' ri ghts 33 32,4 22 2 5,3 5 5  29 ,  1 
To improve sa laries 1 1 , 0 1 1 , 1 2 1 , 1 
To add strengt h  to t he 

bargaining power of workers 1 6  1 5 , 7 17 1 9 , 5  33 1 7 , 5  

I To improve co-operat i on be-
tween management and workers 4 3,9 1 1 , 1 5 2 , 6  

To improve workin g conditi ons - - 2 2 ,3 2 1 , 1 
' 

TOTAL 1 02 1 0 0 87 1 00 1 89 1 0 0  

Unspeci fied : 4 5 
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TABLE 4 . 5 

WORKERS ' REASONS FOR NOT YET BELONGING TO A TRADE UNION 

Area Tota 1 
Pretoria Port E l izabeth 

Reasons N % N 0/ N 0/ 
/0 /0 

Not meaningful 1 1 , 0 5 5,9 6 3,3 
Do not know where to join 1 9  1 9  ,2 4 4,7 23  1 2,5 
Do not have any knowledge of 
trade unions 22 22,2 5 5, 9  27 1 4,7 

Want to be a member of a 
legal trade union only 33 3 3,3 44 5 1  ,8 77 4 1  ,8 

Still somewhat suspicious of 
trade unions 2 1  2 1  ,2 1 3  1 5,3 34 1 8 , 5  

Afraid of losing job - - 1 0  1 1  , 8 1 0  5 �4 
Have not really experienced 
big problems 1 1 , 0 2 2,4 3 1 , 6 

Do not have time for atten-
ding union meetings 2 2,0 2 2,4 4 2,2 

TOTAL 99 1 00 85 1 00 1 84 1 00 

Unspecified :  4 6 1 0  

Table 4.4 indicates that t_here is a marked similarity between the 
workers ' reasons for wanting to belong to a trade union and their 
reasons for want i ng to establish an organization to communicate their 
problems to management (see Chapter 3). For example, reasons such as 
effective problem solving, fighting for the rights of Black workers 
and g reater barga i n i ng power are not onl y  mot i ve s  for e stab l i sh i ng 
an organization that can infonn management of their problems, but 
a l so for the workers to j oin a trade union. 

From this it can be deduced that workers consider the trade union 
( and the proposed organization) mainly as an instrument by means of 
which the position of Black workers in the work situation can be 
improved . 
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TABLE 4 . 6  

WORKERS 1 REASONS FOR NOT WANT ING TO BELONG TO A TRADE UNI ON 

Area I Tota l 
Pretor i a  Port E l i zabeth 

Reasons N �; N Oi N 0/ 
ID /J 

Not mean ingful 6 2 , 2 2 1 , 9 8 2 ,  1 

T ra de un i ons are no good/  
Do not solve  problems 9 0  33 , 7  26 2 4 , 1 1 1 6 3 0 , 9  

Do not  want to be d i smi ssed 9 3 , 4 1 1  1 0 , 2  20 5 , 3 
Do not want to get invo l ve d  
i n  pol it i cs 8 3 , 0  4 3 ,4 i 2  3 , 2  

Not interested 1 2 i 45 , 3  44 40, 7 1 6 5 44,0 
Trade un i ons cause too 
many stri kes 3 1 , 1 1 2  1 1  , 1 1 5  4 , 0 

Trade un i on leaders do not 
keep  the i r  prom ises 7 2 , 6 2 1 , 9 9 2 , 4 

Trade u n i ons a re forb i dden 
8 , 0 i n  f i rms 2 3  8 , 6 7 6 ,5 30 

TOTAL i 2 6 7  1 00 1 08 1 00 375 1 00 

Unspec i f ied : 1 3  1 3  

According to Table 4.5 the m ost important reason why workers who would 
l i ke to be members of a t ra de union d i d not yet belong to one at the 
time of t he s urvey was because they wanted to  j oin a le gal trade uni on .  
In a dd it i on s ome worke rs mentioned that they d i d not yet trust  trade 
un i ons uncond it i onally. Both reasons implied that worke rs were care­
ful not t o  be t oo hasty about j oin in g  a trade un i on ,  a phenomenon 
that m i ght probably be re l ated to the econom i c recession at the time 
of the invest i gation. Workers were m ost  p robabl y afrai d of l osing  
t he i r j obs as a res ult o f  the recessi on. Al though the num bers (N) 
were sma 1 1  , some workers i n  Port El izabeth a 1 so  stated that they were 
afraid of l os ing their j obs if  they j oined a trade union. 

52 



As cou 1 d be expected , some of the reasons g i ven by workers for not 
want i ng to belong to a t rade un i on ( Tab ie 4.6 ) , i nd i cated t hat they 
probab l y  cons i dered thei r job securi ty would be threatened i f  they 
jo i ned one . Reasons suc h as not want i ng to be d i sm i ssed , not want i ng 
to become i nv o l ved i n  pol i t i cs ,  trade uni ons caus i ng too many stri kes 
and the i r  proh i bi t i on by some f i nns were ment i oned by q u i te a number 
of workers. Accord i ng to Table 4.6 a cons i derable percentage of all 
the workers concerned ( 44 , 0 % )  stated t hat they were not i nterested 
i n  a trade uni on , whereas an add i ti onal 30 , 9  % felt that trade uni ons 
were i neffect i ve and not able to solve workers • problems. 

Because workers felt that management d i d not do muc h  about the i r 
problems ( whether t hey were aware of t hem or not ) ( see C hapter 2 ) , 
the questi on arose whether th i s  i neffect i veness c ould be attri buted 
to i nadeqµate co-operat i on and commun i cati on between trade uni on 
and management . Asked i f  t hey believed t hat management pai d any 
attent i on to trade un i ons (see Append i x , Questi on 16) , approxi mately 
two-th i rds of trade un i on members (64,2 % )  stated t hat t he contrary 
was t rue. The ir  reasons for hold i ng t h i s  v i ew are analyzed i n  
Table 4. 7 

TABLE 4 . 7  

WORKERS ' REASONS FOR MANAGEMENT PAY I NG NO ATTENT I ON TO TRADE UNI ONS 

Reasons 
Not meani ngful 
Management does not solve workers ' problems / No i mprovement 

i n  cond i t i ons 
D i sm i ssal w i thout pri or noti ce st i ll occurs 
D i smi ssed workers have not yet been re-appoi nted 
Management does not attend meet i ngs / i s  not act i vely 

i nv olved i n  worker affai rs 
No feedback i s  rece i ved from management 
I f  trade uni on leaders vant to have talks wi t h  management 
t hey are accused of merely want i ng to cause stri kes 

Other 

TOTAL 

N D' * 
lo 

2 0, 9 

113 52 , 8  

41 1 9 , 2  
12 5 , 6  

2 4  1 1  , 2  
8 3,7 

2 0 , 9  

1 2  5,6 

214 100 

* Expressed as a percentage of t he number of trade uni on members (N=214 ) 
who thought t hat management pa i d  no attent i on to trade uni ons. 
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1 1 No i mprovement i n  worki ng  condi ti ons" const i tuted the most i mportant 
reason for trade un i on members be l i ev i ng that thei r un i ons were be i ng 
i gnored by management (compare Ta ble 4.7). Many workers a l so based 
the i r a rgument on the fa ct that mana gement had not yet re- appoi nted 
the workers i t  had prev i ousl y  d i smi ssed. 

To summari ze i t  can thus be sa i d  that desp i te the fact that more than 
ha l f  of all the workers were or woul d  l i ke to become members of a 
trade un i on, the number of workers who were not and who a l so had no 
desi re to become a member, was contrary to expectati on, qui te hi gh. 
Though job securi ty most probab ly  played a n  i mportant role i n  the 
negat i ve att itude of workers as a result  of t he economi c recessi on 
when the i nvesti gat i on was carr ied out, the scept i c i sm of workers to­
wa rds trade un i ons emphasi zed the importan ce of responsi ble Black 
trade un i ons. On l y  through responsi ble behav i our w i l l  trade un i ons 
succeed i n  ma i nta i n i n g and -promoti n g  membershi p of Black workers. Thi s  
vi ew i s  part i cula rly va l i d  i f  i t  i s  ta ken i nto a ccount that workers •  
reasons for not be l on g i n g  to a trade un i on or not be i ng i nterested in 
joi n i n g  one centred a round a rguments such as "sti l l  somewhat susp i c i ous 
of trade un i ons11

, "trade un i ons cause too many str i kes 1 1 a nd 1
1 trade­

un i on l eaders do not keep the i r promises 1 1
• It would also seem that 

corrmun i cati on and co-operat i on between trade un i ons a nd management wi l l  
have to i mprove . 

The reasons for the posi t i ve att i tude of the workers who were posi tive 
i n  thei r atti tude towards trade un i on membershi p i mp l y  that they saw 
trade un i ons as an i nstrument for i mprovi ng the posi ti on of the Black 
worker i n  the work s i tuati on. 

54 



5.1 INTRODUCTION 

CHAP TER 5 
SYNOP S I S  AND CONCLUS IONS 

It has been argued in the introductory chapter that t he power of t he 
Black worker is increasing steadily due to vertical occupational mobi­
lity whic h makes them more difficult and expensive to replace . 

T he large n umber of wild cat strikes w hich seem to be easily orga­
nized, points towards the necessity for effective two-way comm unication 
between worker and management. This does not mean that the very dif­
ficult position of management is not recognized. One is well aware 
t hat management sometimes has to deal wit h unrealistic and even absurd 
demands, but this does not make an effective system of comm unication 
1 es s important. 

Although some conflict between management and workers can be regarded 
as normal, disruptive conflict suc h  as a strike s ho uld be avoided as it 
is detrimental to t he organization. Conflict points towards unsolved 
problems in t he organiz ation, w hic h like the poor, we s hall always have 
wit h us. Any group or individual will develop new needs once ot hers 
are satisfied . The aim of this researc h is to determine how the Black 
worker perceives t he problem solving process and w hether t heir 1

1idea l 11 

system of problem solving proced ures wo uld differ from the ind ustrial 
co u nc i 1 sys tern. 

In operational f irms the aim of the investigation was to determine : 

( 1) t he problem solving proced ures available to the worker, 

( 2) t he attitud e of workers towards the establishment of an organiza­
tion t hat helps to solve problems, and 

( 3) t he role of the union in t his regard. 
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S�ructured interviews were  cond ucted after wor k i ng hours with 10 75  male 
workers living permanently in the townsh i ps near P retor i a  (545 )  and 
Port Eli zabeth (530 ) du r i n g J u l y  to  October 1 982. 

5 . 2 F I ND I NGS  

5 . 2. 1  The attitude of workers towards the hand l inq of their problems and 
a r i evances 

The vast majority of workers in both areas disp i ayed a positive atti­
tude towards their employer. Wages were given as the main reason for 
this positive attitude and a lso  the main reason why some workers 
did not like their employer . Workers also at:ributed their attitude to 
factors such as working cond itions, job satisfac tion , job security, 
personnel relat i ons and fringe benefits. 

Almost a third of al l the workers in the survey group said that certain 
as pects of the work situation  bothered them. However workers in 
P retoria were more content wi th their work  situation than was the case 
with workers in the Port  Eli zabeth area. I n  contrast to P retoria  where 
older workers were more satisfied than younger workers, age did not 
p l ay a role in the genera l attitude of Port Elizabeth workers, but 
trade union membership did. Relatively more trade union members than 
non-members in Port Eli zabeth than in P retoria also indicated that there 
were aspects in the work s i tuation that bothered them. 

The most important objection raised by workers in both areas was unsa­
tis factory personnel re lations. Unsatis factory wages and working con­
ditions al so bothered a considerable number of workers in both areas , 
whereas many workers in Port Elizabeth mentioned job security as a cause 
for grievance . 

Of the 332 workers who ind i cated that there were matters in the work 
situation that bothered them, a total of 2 1 4  workers (i. e. 49 and 165 
workers i n  the Pretoria and P ort Elizabeth areas respectively) , 
discussed these g rievances wi th other persons . I n  both areas the 
supervisor was the mos t i mportant person with whom workers discussed 
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their problems. Furthermore, workers in Port Elizabeth were more 
inclined to approach worker organizations such as trade unions and 
worker committees with their prob l ems than was the case with workers in 
Pretoria. 

The Pretoria and Port Elizabeth workers differ quite markedly in their 
attitudes toward their work situation. 

Terblanche ( 1983) has shown that wages in Pretoria and Port Elizabeth 
do not differ to any great extent and it is doubtful whether working 
conditions in similar factories are so different that these differences 
can account for the more negative attitude of the Port Elizabeth 
workers. Whatever the cause may be, the labour climate in Pretoria i s 
much healthier than in Port Elizabeth. The reasons given for like or 
dislike are basic�lly the same - but the perceptions are different. PE 
workers mention personnel relations and fear of job loss more often 
than Pretoria workers. It is clear that labour unions have an influence 
on attitudes and from the employers' viewpoint the influence is nega­
tive. 

5. 2. 2  Workers ' v i ew of an organization that can communicate their problems 
to management 

A large majority of all the workers concerned ( 76,5 %)  reported a need 
for an organization that could communicate their grievances to manage­
ment. Regarding the characteristics of such an organization the 
following views emerged: 

( i) Establishing the organization 
Though a large majority of workers in both areas who indicated that 
they needed an organization to communicate their problems to manage­
ment, felt that workers and not management should establish such an 
organization, a relatively higher percentage of those workers in Port 
Elizabeth than in Pretoria supported this view ( 88,9 % as opposed to 
76,8 % of the workers concerned). 
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( i i )  Lead ers h i p of  the orqan i z a t i on 

T he va st major ity of  worke rs , 92 , 8 % of the 75 1 worker s, re sponded 
aff i rma t i v e l y  to the s t atemen t  "No or ganiz ation can function without a 
l eader 1 1

• 

Despite the fac t  that a con siderab ly h i gher perce ntage of the wor kers  
i n  P retor i a  than in Port E li zabeth  were i n  favour of open vot i ng when 
choosing a leader  (98, 4  % as  oppo sed to 66,1 % of the workers  con­
cerned, respective ly) ,  the percen tage s  i n  both area s imp ly that the 
majority of  workers  were more in fav our  o f  open  voting than vot i ng by 
b a i l ot to e lec t a lead er . 

I n  contrast to the re lat i ve degree of con se n s u s  between P retoria and 
Port E lizabeth workers  on choo sin g  a leader, the two group s  of workers  
d i ffe red o n  whether manageme nt s ho u l d  be pre se nt du rin g  the e lection of 
a leader or n ot. For examp le, 62 , 8 % of the workers  in P retori a were 
in  fa vour of the presence of manageme nt , whereas 66, 8 % of the workers  
in Port Elizabeth were opposed to ma n agement' s presence .  However, non­
trade u nion members in Port E lizabeth were more in favour of the p re­
sen ce of management at the e lec tion of  a leader than trade u nion 
members. 

The majority of the 749 workers  in both areas were in fa vour of regu lar 
re-e lectio n s  of a leader ( 88,5 % a�d 7 8, 9  % of the worker s  con cerned in  
the P retoria and Port E li zabeth  areas respective l y) o  

( i i i )  Commun i cation between  manaqement and the leader of the organ ization 

The vast majority of the workers  in both areas ( 87,5 % o f  tho se who 
w anted an organizatio n) supported the v i ew that management shou l d  make 
a p lace avai lab le  where the member s  of thi s  organizatio n cou l d  gather 
with their leader in  order  to di s cu s s  their prob lems . Though workers  
in  P retoria were more in favour of  the presen ce of manageme nt at such 
mee ting s than the Port E li z abeth worker s, it wou l d  appear that workers  
fir st wanted to di scu s s  their prob lems with their leader before com­
mi s sioning him to communicate the s e  prob 1em s  to manageme nt. However a 
l arge majority of workers  in both areas (94, 7 % and  88,1 % i n  P retoria 
and  Port  E lizabeth  respect i ve ly )  f e lt that , after ta lks  wit h the leader 
of their org an iza tio n , on l y  the leader shou l d  commun i cate the worker s ' 
p rob lem s  to managemen t .  
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Workers were generally realistic in their view of  p roblem solving in 
the work situation. Fo r examp ie the v ast m ajo rity of  workers conce rned 
( 90,8 % )  felt tha t  worke rs shoul d t ry to understand the reasons why 
ma nagement had not yet been able to solve ce rtain p roblems. Furthermore , 
the m ajo rity of  worke rs in both a reas ( 80,8 % and 72,6 % in Preto r i a  
and Port Elizabeth respectively ) felt that management should be given 
a reasonable perio d of time to solve p roblems. 

Workers attached much significance to feedback from m anagement rega r­
ding problem solving. Besides the fact that 97,2 % o f  the wo rkers 
conce rned were of the opinion that m anagement should infonn workers on 
which problems had been solved an d which not, 94,6 % o f  all the workers 
indicated that management should also explain to workers why ce rtain 
p roblems were not o r  could not be solved. The m ajority of  wo rkers in 
both a reas prefe rfed feedba ck from m anagement to occur through the 
leade r  of  the o rganization (61 ,0 % and 55,4 % o f  the workers conce rned 
in the Pretoria and Port Elizabeth a re as respectively ).  Approximately 
ano the r third of  all the workers concerned indica ted tha t  they p refe rre d  
m anagement to info rm them in a meeting why their p roblems had not been 
solved. 

In contrast to the fact that workers in both a reas p referred not to be 
p resent when the lea de r  of their o rganization was communic ating their 
grievances to management, workers in Pretoria  and Port Elizabeth diffe r  
considerably on the m atter o f  the p resence of  wo rkers when m anagement 
explained its problems to the leade r  o f  the o rganization. In Preto ria 
7 9,1 % o f  the workers were in favour o f  m anagement info rming thei r 
leade r  of  its p roblems in the p resence of  all the members o f  the 
o rganization, while only 44,3 % o f  the workers in Port Elizabeth were 
in favour of  worke rs being present. The i ndependent v a riables that 
had the most signific ant e ffect on the opinions of workers in the 
respective a reas,were trade union membership in Pre toria, and age and 
o ccupation in Port Elizabeth. 

From the above info nnation it c an therefore be deduced that despite 
diffe rences between the views of  workers in Pre to ria and Port Elizabeth 
concerning the presence of members at negotiations between the lea der 
of  their o rganization and managemen t, the v ast  m ajority of  wo rkers 
in both a reas were in favour o f  mutual communication as a means of  
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pro b l em s o l v i n g. The grea ter number  of wor kers  concerned ( 94 , 3  % )  a l s o 
be l iev ed t hat workers' p rob l ems s hou l d be res o l ved by means of group 
di scus sion. A tota l of 94 , 9  % of t he workers  in both  a reas a l s o be l ieved  
that fewe r  strikes wou l d occur  if wor kers and man agement  had  a better 
unde rstanding of each  other ' s  p rob l ems . The workers ' most  important 
reason fo r be l i eving this wa s that ta l ks between management and  workers 
wou ld  p romote c o-ope ration between  these two gro ups , establis h a 
greater deg ree of m utua l unde rstanding and res u lt in better p rob l em 
so l ving .  

5 . 2.3 Trade un i on members hip an d worke rs ' attitude towa rds a trade union 

( a )  T rade union mem ber s hip  
Despite the fact t hat t he ma jority of a l l t h e  workers (66 , 8  % )  
we re not members ,of a trade uni o n, a considerably higher  
pe rcentage of t he workers in  Port E l izabeth than in  P retoria  
be l onged to a trade union ( 44 ,0 % a s  opposed to 20 , 7  % respec­
tive l y ). 

( b )  Workers ' need for  trade union members h i p 

More than a q ua rter of a l l the w o rkers ( 28 , 3  % )  who were not 
yet m embers of a trade union at the time of the investigati on 
i n d icated that they wo u ld l ike to j oin  one. The percenta ge of 
worke rs w ho did not be l ong to a t rade union and who did not 
want to become trade uni on m embe rs o r  were not s ure w hether 
they wou ld  1 i ke to become members ( 46 , 6 �6 a n d  1 5 , 0 ;; res pec-
tive i y )  was nev e rthe i e ss m uc h  higher  than  was  expected. 
Cons i de rab l y  more workers  in P retori a  t han i n  Port E lizabeth 
dis p l ayed a ne gat i ve attitude towards trade  un i on members hip. 
The most im portan t rea s ons put f o rwa.rd by workers  for wanting 
to be l ong to a trade union , corre s ponded to a l a rge degree 
w i th their rea s ons for wanting a n  o rganization  that cou l d  
c ommun icate the i r probl ems t o  managem ent. Therefore rea sons 
s uc h  a s  effective p rob lem so l v i ng ,  fight i ng for the rights 
of B l ac k  workers and g reate r ba rga i ning power were n ot on l y  
i mportant con siderat i ons  for  worke rs wanting  to  e stab lish  an  
organizat i on t h at cou l d c orrmunicate their p rob l em s  to manage­
ment , but a l s o for them wanting to become members  of trade un i ons. 
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The main reason why those workers who wou l d l i ke to join a 
trade union did not yet bel ong to one at the time of the investi­
gation, was because they wanted to be members of a l ega l trade 
union onl y .  Some workers a l so mentioned that they did not yet 
fu l l y  trust trade unions. 

Certain reasons put forward by workers for not wanting to 
bel ong to a trade union imp l y  that they thought they might be 
jeopardizing their job sec urity if they joined one. For 
examp l e, quite a n umber of workers forwarded a rguments such as 
not wanting to be dismissed, . not wanting to become invol ved 
in pol itics, trade unions causi ng too many strikes or being 
forbidden by their emp 1 oyer. A consi derab 1 e percentage of a 1 1  
the workers (44,0 % )  a l so stated that they were not interested 
in a trade union,' whereas another 30,9 % considered trade 
unions ineffective an d usel ess and  not ab l e  to sol ve workers ' 
probl ems . This ineffectiveness of trade unions may probabl y  be 
attributed to inadequate communication and co-operation between 
management and these bodies, particul ar ly  i f  it is taken into 
a cco unt that approximatel y two-thirds of a l l the trade union 
members in the survey (64,2 % )  were of the opinion that manage­
ment paid no atten tion to trade unions . Their argument was 
based on the fact that even after ta l ks between management 
and trade unions no improvement co u l d  be discerned in working· 
conditions . Some workers a l so a rgued that management did not 
re-appoint those workers who had been dismissed during the 
strike . 

5. 3 CONCLUSIONS 

5 .  3 • 1 Prob 1 em so 1 vi n g 
It can be accepted that the current p rocedures for probl em sol ving do 
not make a dequate provision for effectivel y  sol vi ng the problems expe­
rienced by B l a ck workers at p l ant level . 

The majority of workers in both a reas who experienced problems in 
the l abour situation and discussed these problems with other persons s 
were of the opin i on that it served no purpose since such discussions 
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d id  not lead to any improvement in t he situati on . Furt hennore ,  research 
shows t hat the majority of workers who exper i ence problems said t hat 
management was aware of their probl ems as t he person with whom they 
d i scussed t hem, c ommun i cated wi th managemen t and al so that regular 
reports were sent  to management. However i t  wo u ld  appear that v.JO r kers 
bel i eved t hat management d i d  not do much  about t he i r problems , desp i te 
the fac t that it was we l l  aware of t he8 . I rrespective of whether 
this o pinion was based on ra t i onal or i rrat i ona l g ro unds , the mere fact 
that s uch  a feel i ng exists among workers po i nts to ineffective communi­
cati on between management and wor kers. 

The maj or i ty of workers in bo th areas were 

( a ) prepared to l i sten to management ' s  side of t he matter; 

(b ) p repared to g i ve management a reasonable peri od of t i me to 
solve problems , and 

( c) agreed that  management should i nfonn workers wh i c h  problems 
were and whi c h  were not solved , as we1 1 as why certain problems 
remai ned unresolved . 

I t  can thus be deduced that al t hough workers have a des i re to di scus s  
t hei r problems w i t h  management at plant level t hey are ( in cooler 
moments ) neverthel ess real ist i c  about the ma tter of problem solving . 
It i s  t herefore important  to convince the workers t hat management 
real l y  listens to t heir probl ems and tr i es to so l ve t hem. This wi l l  
not be easy and w ill need a v is i ble two-way co!TITlunicat ion system. 



5 . 3 . 2  Wo r ker  organ i zation 
Desp i te the fact that workers in Port E lizabeth were more incl ined than 
workers in Pretor ia  to see the organi zation that had to conrnuni cate 
the i r  prob l ems to management as a typical trade union , it was clear 
from the view he l d by the maj ori ty of workers in both areas that they 
most probabl y had a trade union in mind . For exampl e, researc h reveal ed 
that  the majority of workers in both areas who wanted such an organi­
za tion, were of t he opinion that 

(a) workers, and not management, shou l d establ ish  the organization ;  

( b )  the organization shou l d  have a l eader ( s )  who coul d negotiate 
with management on behal f of  the workers, and that 

( c )  periodic tal ks concerning probl em sol ving shoul d be he l d  
between management and the l eader (s) of the organi zation. 

F urthermore, if it is taken into account that research revea l ed that 
the matters bothering workers re lated mostly  to their i nmediate work 
situation, it can be accepted that the organi zation woul d have to be 
a p l ant based union i n  order to reso l ve the n eeds of the B l ack worker . 
Owing to. c l oser contact with its members, such  a trade union woul d 
be better informed of their probl ems i n  the work situation and be 
more concerned with such probl ems than wou l d  an industrial trade union. 
Research al so showed that the maj ority of workers in both areas who 
were a l ready members of a trade unio n , stil l wanted an organi zation 
that cou l d  corrrnunicate their probl ems to management .  Concern i ng the 
conc l us i o n that workers  want to negot i ate wi th management on t he p l an t 
l eve l , it wou l d thus appear that there shou l d be a movement away from 
the present i ndustria l council system which is too far removed from the 
work p lace to be a perceivabl e  and effective organizat ion  at p lant l evel . 

5. 3.3 Strikes 
-- -

I t  does not seem as i f  shortcomings i n  the present corrrnun i cation 
process have  caused B lack workers to consider go i ng on stri ke as an 
a l ternative means of probl em so l v i n g. 
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I f  t h i s  i s  tru e  then  the large  number of strikes po int toward s  strong 
i n tim i da t i on. Previo u s  res earch ( Te�blannce 1 983 ) has shown that once 
a wor ker goes on strik e, wh ether by choice or coercion , h e  lik es all the 
other work er s  of the firm to b e  in the same boat. Mo s t  of the strik es 
are of short d u r a t ion. 

5. 4 F I NAL REMARK 

The Black work er in indu stry for�s part of the overall labour relations 
sy s t em. As  far as is known ,  the res earch c onducted in thi s  s tudy has 
been the first attempt to gauge d ir ectly the Black workers • p erception 
of problem so l ving , which i s  an important component in thi s system .  

An ind u strial council system is  at pres ent in operat i on in South 
Africa. However the general impres sion obtained from the res earch shows 
t h at t he Black worker d oes  not s ee in th i s  system an effective  mec ha­
ni s� that can satisfy his need s for meaningful communication with man a­
gement. The type of work er organization that Black workers prefer for 
communicating the ir problems to man agement dis plays many of the charac­
teristic s of a worker council, with the difference being that this 
organization mu st have bargaining power als o  in the s en s iti v e  areas of 
wages  and working conditions .  Whatever the scope and size of the or ga­
nization i t  need s to be  s een as an effect i v e instrument and it wi l l  
probably be  a union with a strong power bas e  wit hin individual plants 
or companies. 
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APPEND I X :  QUESTIO NNAIRE 

HUMAN SC IENCES RE SEARCH CO UNC I L  

I NS TI TUTE FOR MANPOWER RESEARCH 

( PROJECT MM-1 74) 

THE BLACK WORKER 1 S PERCEPT IO N  O F  THE PROBLEM SOL V I NG PROCESS 

Area 

G roup 

Fie ldworker No. 

Questionnaire N o. 

1 How o ld are you? •...... • . • • . • • •  years 

2 Highest schoo l qua lificatio n :  Std • • • • • • • • .. • 

3 Any post-sc hoo l qua lification ?  Yes CiiJ N o l I 2 I 
I f YES, w hat qua l 1 f i cat i on ?  • • • . • . • • • . • . • • • . • • .. • . • ... • . • ... • .. • ....... 

4 W hat type of work do you do ? . • • • . • . • • • .. • ... • . • ........... • .. • • ... • .... 

5 W hic h firm do you work fo r ?  . • • • . • . • • • • • . • • . • . • .. • .... • • .. • . • • • .. • ..... • 

6 Approximate ly  how many B lack emp loyees do you think there are in 
your firm? 

7.1 

7.2 

7.3 

7.4 

8 

Do you like working for this firm? Yes Cu] No [El 
W hy do you say that ? ( Give three reasons) 

W hic h reason is the most important ?  • • • • • .. • •. • ... • .. • .. • . • .. • . • ... • • .  

Are t here prob l ems at work that bother you? 

Yes CGJ No � 

( I F  .!iQ_, PROCEED TO QUESTIO N  13 ) 

8.1 I f  YES, w hic h  prob lems ?  • • . • . • • .. • • • • • • • • • • • • • • . • • • • • • . • • • • .. • . • . • ... • • •  

9 You have now listed the prob lems bothering you. Have you discussed them 
w-i-t h anybody ? r-r:-, r-r:l Yes L_.1_!J No l.__L_?_J 
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9 . 1 If  NO , why not ?  ..... . . . . . ........... • . . ........ • ... • • . • . • • .......... • 

9. 2 I f  Y E S, with w hom did yo u discuss them? ... • ... • • . • • • . • . . • • • ......... • 

9 . 3 W hy d id you disc u ss the  prob l ems th at bothered yo u with th is  person/ 

t hes e perso r1 s ?  . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

9. 4 Did yo ur  d i sc uss i ng yo u r  prob lern (s) wit h  this person/these persons 
do any g ood ? 

Yes [LJ N o � 

9.5 W hy d o  you s ay th at ?  

1 0  Do you think t h at the man agement of your f irm is aware of the prob lems 
th at bother the workers ?  

Yes [Ii] No � Don ' t  know � 

10.1 W hy d o  you s ay th at ?  ................... • ... • . . • • • • . • • • • • • • • • • • .. • . • • .. •  

1 1  Wit h whom wou ld you prefer to discu ss the prob l ems th at bother you at 

1 1 . 1 

12 

"' ?  1 L .  l 

VJO r k ? . . . . . . .. . . . . . . . . . . . . . . .  o • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •  

w hy? . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . . . . . • . • • . • • • • . . • . • • . . • . . . . . . . . . • • 

Do you think man agement t akes enoug h  tro ub le to listen to the workers 
problems and the thing s  th at bother them? 

Yes CG] No � Don 't know [Ef 

If NO, wh at should management do a bout  it ? 

1 3  Do  you th i n k it  is  necess ary th at workers sho u ld get together and 
est ab lis h  an org anis ation th at c an te l l  m an agement of the workers 
problems and grie vances ? 

Yes c=IiJ No [li] Don 't know � 

13.1 Why do you s ay th at ?  ..... • . • . • • • • • • • • • • • • • • • • • • • • ... • • • • • • .. • • • • . • • • .. 

( I F  !!Q_, PROCEED TO .QUESTI ON 15)  

14 If Y E S, ( at 1 3) : You s aid th at workers sho u l d  est ab lish an org an is a­
tion which c an te l l management about prob lems and things th at bother 
workers. S ay whe t her you agree wit h the fo l lowing st atements. If  yo u 
are not s ure or if yo u h a v e  no opin ion , then say you are uncertain. 

1 4. 1  M an agement sho u ld start the org aniz ation. 

Yes [TI No [Ii] Not s ure [w 
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1 4. 2  Workers shou ld  start the organizat ion  themse lves. 

Yes [w No [E Not sure w] 
1 4.3 Management shou ld make a p lace ava i lab le where members of the organ i za­

tion can meet to disc uss prob lems. 

Yes CJJ] No � Not sure l=riJ 
14. 4  Management shou ld  be present when prob lems are dicussed at such a 

meeti ng of members. 

Yes [Ii] No I=@ Not sure [w 
14.5 An organization can not function w ithout a leader or leaders. 

Yes l=riJ No f=w Not sure [w 
14.6  How do you think the leader shou l d  be e lected? 

14.6.1 The leader shou ld be e lected in such a way that other workers wi l l  not 
know who a member has voted for. 

Yes [w No [E Not sure c=r:i] 
14.6.2  Workers shou l d  propose different leaders and then vote ope n ly so th at 

everybody can see which proposed leader gets the most votes. 

Yes ! I 1 ( N o  c-liJ Not sure c=r:i] 
14. 7  Management sho u ld be presen t  when the leader is e lected. 

Yes Di] No rn Not sure rn 

14.8 Management can not listen to a l l the workers at the same time concerning 
their prob lems, therefore on ly  the leader (s) shou ld ta lk to management 
about the workers • prob lems. 

Yes CG] No c-li] Not sure c=Ii] 

14.9 Workers/members shou l d  be present whe n the leader ( s) who have been 
e lected by the workers, ta lk to management so that the workers can know 
when the ieader (s) say wrong things. 

Yes CG] No [E Not sure f=:IJ] 

14.10 Management shou ld a l low the leader to ta lk  to it from time to time 
about the workers prob lems. 

Yes C[il No � Not sure i=Ii] 

14.11 The leader (s) of the organ ization shou ld  be re-e lected regu lar ly  
( for instance once a year). 

Yes � No rn Not sure rn 
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1 4 . 1 2  Management  cannot a lways so lve a l l t h e  work ers ' prob l ems, therefore 
wo rkers shou l d  also l i st en to managemen t to f ind o ut why it cannot 
so lve a l l the pro b l ems. 

Y es CG] No l I 2 f N ot sure � 

14.13 Management shou l d  te l l  i ts prob l ems t o  t he l eader (s )  when a l l  the 
wo rkers ar e presen t .  

Y es I=@ No  I:=@ N ot sure [El 
14 . 14 I f  management and workers und erstand eac h others prob l ems bett er , th ere  

w i l l  be fewer st r ikes. 

Y es [Ju No Cw Not sure � 

14.14.1 Why do  you say that ? . • • • • • • . • • • • • • . • .... • • • • • • • • . • • ... • . • • . • • • • • • • • . • .  

1 4.15 When the l ead er has to l d  management about the workers ' prob l ems , 
management shou l d  be g i v en a reasonab l e  t ime ( for instance two months ) 
to t ry and so lve the probl ems. 

y es I I 1 r N O  I ,, 2 I N O  t s ure  I I 3 I 

14.16 Workers shou ld  know wh ich prob l ems have been solved and wh ich prob l ems 
could not be so lved. 

Y es [TI No � N ot sure � 

14.17 I f  p rob l ems h ave  not been solved, management shou ld  expla i n  it to the 
wo rkers . 

Y es f ! 1 I No I I 2 I Not sur e  j j 3 I 
1 4.17 . 1  I f  Y ES, how shou l d  m anag ement expla i n  it to the workers ? 

15 Which one of t he f o l lowi ng stat ements is most acceptable to you?  

15. 1 When workers have prob l ems, management and workers should put matters 
r i ght by hav ing a good d i scu ss ion w ith  on e another. 

Y es l=riJ N o  [E Not sure C[iJ 
15 . 2  When work ers hav e prob l ems, workers and management s hou l d  talk only 

once and i f  man ag ement cannot put the m att er r i ght, the workers should 
str ike. 

Y es CG] No [IiJ Not sure I I 3 I 
15 . 3  I t  is  no use for workers t o  d iscuss problems w ith management .  

Workers must f i rst str ike  before management w i ll l i st en. 

Y es rn No rn Not sure  rn 
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16 Do you belong to a trade un ion ?  

Yes CW No [=@ Not sure i=li] 

16 . 1  If Y ES (at 16), what is the name of the trade un ion?  

16. 2 If Y ES (at 16), do you th i nk management pays attent ion to what trade 
un ion leaders tell it ? 

Yes CW No [m Not sure � 

16. 3 Why do you say that ? 

17 If NO (at 16 ) ,  would you l ike  to belong to a trade un i on?  

Yes CiiJ No  [E Not sure DJ] 
17. 1  If Y ES ( at 17), please g i ve the reasons why you would l i ke to belong to 

a trade un i on?  

17. 2 If Y ES (at 17), why don 1 t you belong to one yet ? 

17. 3 I f  NO (at 17) , why not ?  . •..... ............... •.. •. • •...... • • •... •. •.. • 

18 Do you th i nk management would rather l i sten to Wh ite worker 1s problems 
than to those of Black workers? 

Yes [Ji] No � Not sure LiiJ 
i 8 . 1 W hy d o  you s ay t hat ?  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. 
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