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SUMMARY 

This survey covers industrial relations policies and structures, 
training needs, and degree of participation in industrial 
relations and personnel processes in 184 companies in the 
Transvaal. Responses have been analysed according to economic 
sector (mining, manufacturing or construction), number of 
employees (greater or less than 1 000) and percentage of Black 
employees (greater or less than 80%). Most of the respondents 
have formal industrial relations po1icies, and at least some 
recognised industrial relations structures exist within their 
organisations. Training has in the past been given chiefly to 
industrial relations specialists, and the greatest perceived need 
is for training for non-specialists. The degree of employee 
representative participation in industrial relations and personnel 
processes is severely limited. 

The data obtained in this survey should provide a useful baseline 
for a longitudinal study of industrial relations changes and 
developments in South Africa. 
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OPSOMM ING 

Hierdie opname dek nywerheidverhoudingsbeleid en -struktuur, 
die opleidingsbehoeftes en graad van deelname aan nywerheids­
verhoudings en personeelprosesse in 184 maatskappy in die 
Transvaal. 

Response is ontleed volgens die ekonomiese sektor (myne, 
vervaardiging of konstruksie), aantal werknemers (meer of 
minder as 1 000) en persentasie Swart werkers (meer of minder 
as 80%). In die meerderheid van gevalle het respondente 'n 
formele nywerheidsverhoudingsbeleid gehad terwyl sommige die 
bestaan van 1 n nywerheidsverhoudingstruktuur binne hul 
organisasie erken het. Opleiding is in die verlede beperk tot 
nywerheidsverhoudingspesialiste en die grootste behoefte is 
aan opleiding vir nie-spesialiste. Die graad van deelname van 
werknemerverteenwoordigers aan nywerheidsverhoudings en 
personeelprosesse is uiters beperk. 

Die verkree gegewens behoort 'n nuttige grondslag te bied 
vir 'n lengtedeursneestudie oor ontwikkeling en verandering in 
nywerheidsverhoudings in Suid-Afrika. 
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FOREWORD 

This study is topical, was well conceived and has been painstakingly 

carried out. The data has been exhaustively analysed and every step 

taken by the authors is reflected in the many tables and h istograms, 

and the voluminous appendices. 

The response rate, given as 11 40%+ 11
, is fa ir for this sort of research; 

nevertheless, efforts should be made to improve this if further studies 

are carried out. It is probably safe to assume that companies not 

responding are those with less-developed industrial relations pol icies 

and procedures, and the sample is thus likely to represent a minority 

situation. 

The main findings are well covered in the overview of results (pp. 60 -

68) but some interesting issues deserve comment, as follows: 

1. 4n of companies are listed as be ing a party to Industrial Council 

agreements, while less than 3% have agreements with unregistered 

unions. Measuring this relationship again at some time in the 

future would provide valuable evidence on a crucial issue in I.R. 

at present. 

2. More than half (of the 40%) have formal wr itten I.R. policies. 

This proportion is greater in companies employing over 80% of 

Blacks, and it is interesting to contrast the (generally more 

developed) policies of the 80+ companies with others who are pre­

sumably less pressurised by smaller components of Black employees. 

3. Also of interest is the generally poorer level of I.R. in the 

construction companies. Sound I.R. is traditionally more difficult 

in this industry, but the potential for conflict in what is a key 

economic sector is highlighted - and should be heeded. Mines are 

shown to lead manufacturing in most areas. 
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4. Less than 7% of committees carried out real, meaningful decision 

functions. This highlights the relatively unimportant roles played 

by committees, and the need to �nvolve them far more meaningfully 

if they are to retain any credibility at all. Greater participation 

by workers in personnel management related areas is rightly stressed. 

Whether this is via in-compnay corrrnittees, or via union and shop 

steward involvement, is immaterial, but the need is there. These are 

the "positive" areas of I.R., and to neglect them is to court a 

largely conflict-centred or "adversary" relationship. 

5. Finally, it is of interest to find that universities are seen by 

5 3% as the appropriate avenues to train specialists, but that little 

has been done to date. In line with our own findings, however, is 

that the greatest perceived training need of all is for non-specialists; 

i.e. those entrusted with day-to-day I.R., at line manager level. 

This report is very detailed, and the non-specialist will have to do some 

critical skim reading. Nevertheless, it is hoped that the experience 

gained from this study will encourage the authors to develop a more 

succinct approach and that they will repeat it after a period has 

elapsed. The I.R. scene is changing with bewildering rapidity in some 

areas, and the availability of comparative data on some of the key issues 

raised in this report will be invaluable to practitioners and policy 

makers alike. 

Roux van der Merwe 1 

Industrial Relations Unit 

University of Port Elizabeth 

1 Professor van der Merwe holds the Volkswagen Chair of Industrial Relations 

at the University of Port Elizabeth 
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LIST OF TERMS 

Certain terms which are used throughout this report are listed and 
defined below . This listing will assist the reader in understanding 
the specific concepts used and will avoid unnecessary repetition in 
the text of the report . 

Breakdown: refers to the division of the sample into sub-groups 
according to a particular criterion . The breakdown serves to identify 
any differences that occur between the sub-groups. Three separate 
breakdown analyses were performed in the present study . Each of these 
breakdowns is defined below . 

Sector breakdown: refers to the sub-division of the sample into groups 
according to membership of a particular economic sector. The sample 
was drawn from members of three sectors of the economy: mining, 
manufacturing and construction. Therefore the sector breakdown analyses 
involved comparing responses to the survey for the three separate sub­
groups. The aim of this breakdown was to compare trends and find 
similarities and differences between the three economic sectors . 

Size breakdown: refers to the division of the sample into two groups 
according to size. The "Under 1 000" sub-group contained all those 
companies which employed 1 ess than 1 000 people. The "Over 1 00011 

sub-group comprised the larger companies which employed more than 
1 000 people. 

fercentage Black Employee breakdown: refers to the division of the 
sample into two groups according to the proportion of Black employees 
in relation to the total staff complement . The '80-' group consisted 
of all those companies in which less than 80% of the total staff com­
plement was Black. The 1 80+ 1 group consisted of those companies in 
which the Black workforce made up more than 80% of the total workforce . 
Due to the distribution of proportion of Black employees in the com­
panies of the sample, 80% was chosen as a convenient cut-off point . 
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The aim of this breakdown was to determine any differences in I.R. 

policies and practices in companies that had a predominantly Black 

labour force to those companies that did not have a predominantly 

Black labour force. 

Black: For the purpose of the study, the term 1 1 Black 11 refers to all 

racial groups that are not classified as White i.e. Asians, Coloureds 

and Africans. However, in one instance (trade union agreements), 

the Black group has been split up into the conventional sub-groups. 

Optimal training figure: serves as an indication of the organisation's 

maximum overall I.R. training effort. It is derived by adding the 

amount of I.R. training that has been given already and the amount of 

I.R. training perceived still to be needed. Because there may be the 

need to train further, in areas in which training has been given 

previously, the optimal training figure is higher than the actual 

training effort. (In the aforementioned case, a company would be 

included twice, once for responding positively to the 'training received' 

question and once more for the 'perceived training needed' question.) 

Although the optimal training figure is an inflation of the actual 

training effort, it still provides an index of the concern for I.R. 

training in the sample organisations. 

I.R. specialists: refers to those people who are involved specifically 

in the I.R. (and/or personnel) function. People included in this 

classification are I.R. managers, I.R. officers and the personnel prac­

titioners who have acquired the necessary skills in I.R. 

I.R. non-specialists: refers to those people who are involved with 

industrial relations as part of their overall line function, but are 

not strictly speaking part of the personnel and/or I.R. function. 

Line managers and supervisors are examples of I.R. non -specialists. 

Employee representatives: Unless otherwise stated, the term employee 

representatives refers to all company employees who represent the 

needs and interests of the work force in some form or another. 
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Degree of effect i veness: refers to a ranki ng i ndex constructed to 
evaluate di fferences w ith i n  a particular breakdown. For example, we 
evaluate the s i tuat ion where a h igh number of compani es have a formal 
I. R. pol icy to be preferable to a si tuati on where a low number of 
companies have I. R. polici es. These rank i ng i nd i ces were used to sum­
marize the results for the various breakdowns i n  the fi nal chapter. 
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1. INTRODUCTION 

In the early seventies, industr ial relations { I.R. ) was virtually 
unheard of i n  South Africa. Now, in the eighties, it is an 
established organ isat ional practi ce and a flourishing academic 
d isc ipl i ne. Establishing key dates in the growth of the study 
and pract ice of i ndustrial relations may give us some clues as to 
the factors i nvolved in its rapid rise to prominence. The South 
Afr ican Labour Bulletin appeared in 1974, the South African Jour­
nal of Labour Relations in 1977. In 1976 both the Institute for 
Industri al Relati ons and the Institute of Labour Relations were 
established. In 1980 the first Chair i n  Industrial Relations was 
created at the University of Port Elizabeth. 

The most obv ious preci pi tating factors for the development of 
i nterest i n  i ndustrial relations were the Black strikes of 1973/ 
74, or i g i nati ng i n  Durban. Management had perhaps been lulled 
i nto a sense of false securi ty by South Afri ca 's admirable record 
of i ndustr ial peace through the late s i xt i es and early seventies. 
Suddenly the discontent of Black workers was brought forcibly to 
their attent ion, and action had to be taken. Wage increases were 
an irrmedi ate and short term response. If, however, such grievances 
were not to catch management unawares i n  the future, some slightly 
longer term steps had to be taken. "Employer-employee con111unication 11 

became all-important, and this  concern may be seen as the first step 
along the road towards developing adequate industrial relati ons 
structures for employees of all races. Trade unions for Whites had 
been recogn ised by the State s i nce 1924 but it is interesting to 
note that i t  was unrest on the part of Black workers which led to 
a renewed interest i n  i ndustr ial relations. 

Government legislati on provided the solution for concern about com­
mun icat i on, and the fonn of the fi rst i ndustrial relations structures. 
In 1973, the Nat ive Labour {Settlement of Disputes) Act was amended 
to allow the establishment of liaison cormtittees as well as works 
comm ittees. Whether due to the shock effect of the strikes, or the 
new leg islat i on, or both, the growth i n  committees was astonishing. 
In 1972, 24 registered works committees existed. In 1974, 207 works 
committees and 1 482 l ia ison committees had been established, and by 
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1975, 287 works committees and 2 042 liaison committees were in 
existence. 1 

Initial industrial relations interest focussed on committees. In 
1974, the National Development and Management Foundation organised 
a conference on works and liaison committees. In the same year, 
the Institute for Personnel Management held a conference which called 
on commerce and industry to upgrade the works and liaison co111nittee 
system into an effective tool for labour relations. The call was 
endorsed by the President of the Confederation of Labour, and the 
SEIFSA annual meeting also emphasised the role of works and liaison 
corrmittees (Race Relations survey, 1979). 

In 1974, speaking at a SABRA conference, the then Minister of Labour 
discussed the question of works and liaison co11111ittees. He accepted 
that a commission of enquiry into the system of communication between 
employees and management might be necessary, but only after employers 
and Black employees had had more experience with the conmittee system. 
In 1977, the Commission of Enquiry into Labour Legislation received 
a brief from the State President to examine legislation "with specific 
reference to modernising the existing system for regulation of labour 
relations and the prevention and settlement of disputes, eliminating 
bottlenecks and problems within the entire sphere of labour, and 
lay ing a sound foundation for labour relations in the future 11 (White 
Paper on Part One of the Report of the Commission of Enquiry into 
Labour Legislati on) . What happened between 1974 and 1977 to shift 
the focus from committees to labour relations in general? 

Part of the answer must lie in the magnitude of the 1973/74 strikes. 
In 1973, 229 281 man-days were lost as a result of strikes. 2 This 
far exceeds the strikes of 196 1, when 60 1 15 man-days 3 were lost. 

1 Report of the National Manpower Commission, 1980 
2 Report of the National Manpower Commission, 1980 
3 South African Statist i cs, 1970 
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In 1974, 59 224 man-days were lost by all workers. 1 The shock waves 
of these strikes carried far beyond the actual years in which they 
occurred. 

In addition, pressure against discrimination in the labour field was 
growing both within and outside South Africa. Some of this pressure 
found its expression in 1977 when the Sullivan, EEC and Urban Founda­
tion/SACCOLA codes of employment practice were drawn up. Although 
not all of the initial versions of these codes specifically mentioned 
industrial relations practices, any Black-White comparison within 
the labour sphere would highlight the glaring differences between 
the groups in terms of industrial relations legislation and practice. 
The Urban Foundation/SACCOLA code was the beginning of an interesting 
exercise in self-examination by some South African organisations, 
to be followed by the Institute of Race Relations ' reports on Ford 
(1979,1980), the Federated Chamber of Industries ' industrial 
relations guidelines (1980) and the Barlow Rand industrial relations 
guidelines (1981). The external and internal pressures to expand 
Black industrial rights beyond co1T111ittees were given further impetus 
by the growth of Black unionism after 1974. 

The publication of the first report of the Wiehahn Commission in 
early 1979 gave clearer form and additional impetus to industrial 
relations changes. Although the initial and most far-reaching 
Wiehahn report related to the role of Blacks in the South African 
industrial relations system, the suggested changes implied a redefi­
nition of the role of Whites, and a process of change likely to 
affect all employees and employers was set in motion. In order to 
chart some of the processes of this change, the National Institute 
for Personnel Research has undertaken this industrial relations 
survey. It is hoped that the findings of the survey will give an 
indication of the organisational changes which have accompanied 
industrial relations changes, and also provide a base-line for the 
measurement of further change . · 

1 Report of the National Manpower Commission, 1980 
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Chapter 2 of the report provides a description of the aims and 
method of the survey, and of the sample of organisations which 
responded to the survey. Chapter 3 sets out the results of ques­
tions relating to industrial relations policies, processes and 
training needs. Chapter 4 provides an overview of results and a 
summary of the trends evidenced in the survey. 
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2. METHODOLOGY 

2. 1 Aims of the survey 

The aim of the survey was to gather information on the state of 
industrial relations in organisations in the Transvaal at the end 
of 1980. It was hoped to provide a framework within which further, 
more detailed, investigations could be carried out, as well as a 
base-line for possible longitudinal studies. The questionnaire 
sought to elicit information in the following areas: industrial 
relations policies and structures, degree of participation in per­
sonnel and industrial relations processes, and training needs. The 
effectiveness of existing structures and processes was not measured, 
as this could not easily be done by means of a survey. Only manage­
ment perceptions have been tapped; the views of employees or their 
representatives were not sought. 

2. 2 Procedure 

2. 2.1  Formulati on_of_the_guestionnaire 

The questionnaire was developed by the Industrial Relations Study 
Group of the N IPR. It was based on a survey of the literature as 
well as an assessment and listing of organisational functions 
related to industrial relations. 

Draft copies of the questionnaire were sent to 25 organisations, 
who were asked to complete it and comment on its contents. 
Comments and criticism were also obtained from the Institute of 
Labour Relations at UN ISA and the Institute for Industrial Rela­
tions. The questionnaire was modified in accordance with the 
comments and advice obtained. 
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2.2.2 The_surve,z1 

Specifications of sample size (minimum of 500 employees), sector 
(mining, manufacturing and construction) and region (Transvaal) 
were sent to the UNISA Bureau of Market Research who supplied the 
names and addresses of 462 companies whose specifications complied 
with the stated requirements. 

The questionnaire, an accompanying letter and a self-addressed 
return envelope were sent to the selected companies (see Appendix 
A) . 

A reminder letter and duplicate questionnaire were sent to com­
panies who had not responded to the survey within 25 days. Once 
no more replies were being received, the completed questionnaires 
were coded. (For details on response rates see 2. 4.1 "Participating 
Companies".) 

2.3 The questionnaire 

Data were obtained by means of a mailed questionnaire and covering 
letter which explained the purpose of the survey and requested par­
ticipation in the survey (Appendix A). 

2.3.1 The_structure_of_the_guestionnaire 

The questionnaire was divided into five sec ti ans: 

i) Particulars of the company; 

ii) Industrial relations policy; 

iii) General industrial relations processes; 

i v ) I n du s tr i a 1 re 1 at i on s tr a i n i n g ; 

v) General comments concerning areas covered by 
the questionnaire. 
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2. 3. 1. 1 Particulars_of_the_comQant 

This section was included to obtain biographical data for the survey 
(cf. 2. 4). 

2. 3. 1. 2 Industr i al_relations_eoli ct 

Th is  sect i on covered d ifferent areas relat ing to i ndustri al relati ons 
policy. These included: 

i) The existence of an industr ial relati ons poli cy; 

ii) The scope of the poli cy - does i t  cover all relevant i ssues 
such as recrui tment, corporate responsi b ili ty, worker repre­
sentation, etc. - to whom does such poli cy apply, for 
example, Wh i tes, Blacks, all employees; 

iii) Which outs i de organisations provi ded assistance i n  drafti ng 
such policy and associ ated procedures - for example, Inst i ­
tute for Industrial Relati ons, Inst i tute of Labour Relati ons, 
universit ies, etc. ; 

iv) How policy is communi cated to employees; 

v) Does policy cover relati onships w ith outs i de bod i es such as 
unions, and industr i al councils; 

vi) Is  there an internal worker representat ion system? 

2. 3. 1. 3 General_industr i al_relations_erocesses 

Thi s part of the survey aimed at placing the industri al relat ions 
function within an organi sat ional context. Quest i ons revolved around 
who decides and/or adv ises on policy in  var i ous I. R. -related areas. 
Furthermore, the nature and status of the functi on was establi shed by 
examining who is respons i ble for industrial relati ons, how many 
people are employed to deal w i th industrial relations, whether it 
is a separate divisi on or part of an ex ist ing divisi on and, if 
separate, when was the industrial relations d ivision establ i shed. 
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2.3.1.4 Industrial_relations_training 

The purpose of including a specific section on training in the 
questionnaire was to determine: what I.R. training has been pro­
vided; what I.R. training is required; and for whom such training 
is relevant, (for example, industrial relations specialists, line 
management, and employee representatives). The organisation 's 
perceptions concerning who should provide such training were 
assessed. 

2.3.1.5 General_comments_concerning_areas_covered_bt_the 
guestionnaire 

This section was included to provide respondents with the oppor­
tunity of commenting and expanding on any item in the questionnaire, 
as well as supplying additional information pertinent to this 
particular organisation. 

2.4 The sample 

2.4.1 Participating_comeanies 

The survey questionnaire was sent to 462 companies operating in the 
Transvaal. A list of all companies operating in the Transvaal in 
the mining and quarrying, manufacturing and construction sectors of 
the economy was obtained from the Market Research Department of 
UN ISA. Although initially it was intended only to include companies 
that employ more than 500 people, 20 organisations (11 % of the final 
sample) had staff complements of under 500 employees. 

Completed questionnaires were received from 184 organisations. This 
figure represents a response rate of 40 %. The representative nature 
of the sample is greater than the response figure suggests because, 
in many cases, the questionnaire was sent to several �ubsidiaries of 
a particular holding company and only one reply, which covered all 
the subsidiaries, was returned. 
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The quest ionnaire included a number of biographical items providing 
a descript ion of participating compan ies. Each of these items will 
be dealt with separately. 

2. 4.2 Descr i�tion_of_the_sample 

2. 4.2.1 Total_number_of_emeloiees 

The total number of people employed at the 184 companies was 
585 025 (X = 3 179,5; S.D. = 7 180, 9). The distribution of staff 
complements i s  represented in Figure 2.1. 

From F i gure 2. 1 i t  can be seen that 74 organisations, representing 
40% of the sample, employed less than 1 000 people, and 107 organi­
sat ions (58%) employed between 1 000 and 80 000 people. Data on 
total staff complement were missing for three organisations. 

2. 4.2. 2 White employees 

The distr i bution of the number of Whites employed by the 184 com­
pani es of the sample is represented in Figure 2.2. From Figure 
2. 2 it can be seen that 81 companies (44%) each employed less than 
200 Wh i tes. None of the companies included in the sample employed 
more than 20 000 Whites. 

2. 4. 2. 3 Black_emelotees 

The d i stribution of the number of Black ·employees employed by the 
184 companies of the sample is represented in Figure 2. 3. 

From F i gure 2. 3 i t  can be seen that only 14 companies (8%) employed 
l ess than 200 Blacks. Furthermore, 77 organisations (42%) employed 
more than 1 000 Blacks. 
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To place the proportion of the Black work force in context as 
rela ted to each company ' s  size, and to establish whether the pre­
dominance of Blacks in a company influenced industria l relations 
policies, practices and training, the ratio of Black work force 
to total work force was calcula ted . 

Seventy five companies (42% of available data ) had a staff 
complement consisting of less than 80% Black employees. One 
hundred and five companies (58% of available data ) had staff 
complements consisting of more than 80% Black employees. Da ta 
on Black staff complement were missing for four companies. 

2. 4. 2 . 4 Migrant_workers __ 

The distribu tion of the number of migrant workers employed by 
the 184 companies included in the sample is presented in Figure 
2. 4. It can be seen from Figure 2.4 tha t 87 organisa tions (47%) 
had less than 100 migrant workers. 

2. 4. 2. 5 Skilled,_semi-skilled, _and_unskilled_labour 

The distribution of skilled, semi-skilled and unskilled labour 1 

is presented in graph form in Figure 2. 5. From this graph it 
can be seen tha t 118 companies (71% ) had a staff complement of 
less than or equal to 20% skilled labour. Furthermore, only eight 
companies (five per cent) had a labour force consisting of more 
than 50% skilled employees. 

The distribution of semi-skilled employees was similar to that of 
the skilled employees but with a flatter curve. One hundred and 
forty-three companies (86% ) had a labour force consisting of less 
than 50% semi-skilled employees. 

1See Appendix A, p. 73 for definitions of different labour skill 
level used in the present study. 
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The distribution of unskilled workers was fairly even across the 
sample, ranging from 10 companies having less than 10% unskilled 
workers, peaking at 51 - 60% unskilled workers (36 companies, 
representing 21% of available data) and , finally , seven companies 
employing more than 90% unskilled labour (see Figure 2.5). 

2 . 4. 2. 6 Economic sector - - - - - - - - - - - -- - -
The sample was limited to the mining, manufacturing and construc­
tion sectors of the economy. The breakdown of the sample according 
to sector is presented in Table 2. 1. 

Table 2. 1 :  Breakdown of organisations according to economic sector 

Economic Sec tor Number of %* 
companies of sample 

M i ning 48 26 
Manufacturing 99 54 
Construction 28 15 
Mining and manufacturing 2 1 
Mini ng and construction 2 1 
Manufacturing and construction 4 2 
Missing data 1 1 

TOTAL 184 100 

*Percentages rounded to the nearest whole number in this, and all 
subsequent tables 
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From Table 2 . 1 it can be seen that more than half of the sample 
was drawn from the manufacturing sector, roughly a quarter from 
the mining industry and 15% from construction. It is evident 
also that there was some overlap between sectors concerning the 
functions of certain organisations . S uch overlaps occur when 
the companies in question were involved in activities in two of 
the three aforementioned sectors . No cases were reported where 
an organisation ' s  activities overlapped into all three sectors. 

2 . 4 . 2.7 Head_office_and_subsidiarl_branches 

The final item of biographical information to be discussed is 
whether the respondents were representative of the head office 
of an organisation , a subsidiary branch, or a combined head office 
and subsidiary branch. A breakdown along these dimensions appears 
in Table 2 . 2 . 

Table 2 . 2: Breakdown of respondents according to head office vs . 
subsidiary branch status 

Organisational representation Number of % 
companies of sample 

Head office 71 39 

Subsidiary branch 99 54 
Combined organisation 12 · 6  

Missing data 2 1 

TOTAL 184 100 

From Table 2.2 it can be seen that 54% of the sample consisted of 
subsi diary branches and 39% were head offices of companies. Six 
per cent of the sample reported that they served as both head 
office and subsidiary branch for their respective companies. 



2. 5 

2. 5 . 1  

18  -

Statistical analysis  

Breakdown_of_the_samele 

In an attempt to obta in  a clear understanding of the state of 
industrial relat ions in  the Transvaal, data were d i vided and 
analysed i n  four d ifferent ways : 

i)  The total sample . In this case no subdivisions were made. 
Thi s analys is  provided an overall impression of the 
si tuat i on; 

i i) Sector breakdown. The data were div i ded according to the 
econom ic sector to wh i ch the company belonged (m ining , 
manufacturing or construction ) .  In those cases where com-
pan ies belonged to more than one sector, data were 
i ncluded for both relevant sectors; 

i i i ) S ize breakdown. The sample was divi ded into a small group 
(less than 1 000 employees) and a large group (larger than 
1 000 employees); 

i v) Pe�centage Black employee breakdown. The sample was 
d i vi ded i nto two groups, one w ith less than 80% Black 
employees ( 80-) and  one w i th 80% or more Black employees 
(80+). 

2 . 5 . 2 Cod ing _the_data 

A cod i ng convent i on was establ ished for the survey. Because there 
could be more than one response to an item, separate vari ables 
were created for each cell. An example from the survey should 
clarify thi s poi nt: 
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Q 15. Do you have a formal agreement w ith: 

I A reg istered uni on An unregistered A union that has 
union applied for 

I 
registration 

i ' ! 

i Wh ite X 
l Black I i 

I I 

I 
l Coloured l 
j M i xed I X 

It is  feasi ble that a particular company has a formal poli cy with , 
for example, a White un i on ,  a Black unregistered union , and a mixed 
un i on that has applied for registration. Therefore , to cater for 
such responses, each cell was recoded as a separate var i able . In 
the example above (quest ion 15) , 12 var i ables were developed in the 
cod ing process . Each of the var i ables was dichotomous (yes or no) 
and mi ss ing data were accounted for separately. Similar cod ing 
procedures were adopted for all ' yes/no ' -type questi ons. 

The remai nder of the data consisted of quant itati ve data in wh ich 
case no recod ing was necessary (e.g. number of Black employees) or 
i t  consisted of names, i n  wh ich case cod ing keys were constructed 
(e. g .  "To whom do i ndustrial relations employees report? 1 1

) .  

2.5 . 3  Stat ist ical_technigues 

Frequency di str i but ions expressed as percentages were used for every 
var i able i n  the sample. In those cases where the sample was sub­
d i vi ded , frequencies were presented for each subgroup (e . g. less than 
1 000 and more than 1 000 in the case of the size breakdown). 

The Chi-square statisti cal procedure was used to assess whether 
d i fferences between smaller and bigger groups of companies were 
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statistically significant. The Chi square test was also used to 
assess the differences between the 80- and 80+ groups of companies 1

• 

This type of analysis evaluates whether or not empirically obtained 
frequencies differ significantly from expected values (Blalock, 
1972). 

No compar i sons were made for the division of the sample into the 
three economic sectors because of the nature of the data. Three 
separate sets of frequency distributions were presented. In each 
case the criterion for dividing the sample was membership vs . non­
membership of the economic sector in question . For example, mining 
was separated from non-mining (i.e. manufacturing and construction 
collectively). Thus, the meaningfulness of comparing the one sector 
to the other two combined was limited and such computations have not 
been reported. 

1 The statistical significance of the differences between groups for 
the size and percentage Black employee breakdowns are denoted in 
the tables included in Appendices B, C and D. 



3. RESULTS 

2 1  

In th is  sect ion an analysis of the responses to the questi onnaire 
i s  presented. Not all the results are presented :  for ease of 
reading, emphasis is  placed on the total sample. Where appropri ate, 
compar isons for the three breakdown analyses i . e. m i n i ng, manufac­
tur ing, and construction sectors, larger and smaller organi sations, 
and organisations employi ng d ifferi ng percentages of Black employees 
have been included. Detailed analyses of the three breakdowns may 
be found i n  the tables in Appendices 8, C and D. 

It must be borne in mi nd, when exam in ing these results, that the 
industr ial relat ions functi on i s  developing very rapi dly in  South 
African organ i sations . Some of the respondents i nd icated that they 
were in the process of developing poli cies, introduci ng structures 
and providing traini ng. The picture presented by these results 
therefore w ill be somewhat conservative, reflecti ng the s ituati on 
in the latter half of 1980 and not taki ng account of changes that 
have occurred in  1 981 . 

3.1 Industrial relat ions policy 

Th is sect ion reflects the status quo regarding company poli cy on 
industr ial  re l ations. Included are aspects such as policy formu­
l a t i on a nd po l i cy scope , act i on pl ans and commun i cat ion proces ses . 

Eight subsections were used to cover d i fferent pol i cy aspects. 
Tables with relevant mater ial for the total sample have been 
i ncluded where appropr iate. 1 

1 All scores are expressed as percentages of the total sample. 
Numbers have been corrected to the nearest whole number throughout 
the text as well as in  the append i ces . 



22 

3 . 1 . 1  The_existence_of_a_formal_ i ndustr i al_relati ons_eolict 

Fifty-one per cent of the organisat i ons i n  the sample do have a formal 
written i ndustrial relations pol icy, 31% of the sample have an un­
written policy and 18% have no pol icy at all. 

From the results of the sector breakdown ( Appendi x  8 ,  Table 8.1 )  
it can be seen that a higher proporti on of the mi n i ng i ndustry has 
a formal industrial relati ons pol icy than do the manufactur i ng or 
construct i on i ndustri es. 

The size of the organisat i on does not seem to be d i rectly l inked to 
ex istence of an industr ial relations pol icy, although the i nc i dence 
of formal policy i s  h igher for larger organ i sati ons than for smaller 
compani es (Table 8.1 ) .  

More 80+ companies have formal written i ndustr i al relat i ons pol ic ies 
than 80- compan ies (Table B. 1) .  

3 . 1 .  2 Act i on_elanni ng_for_dealing_with_work_stoeeages 

Forty-ni ne per cent of the companies contri buti ng to the survey have 
a written action plan, 30% have an unwr i tten acti on plan and 21% 
have no action plan for deali ng w ith matters such as employee unrest 
and work stoppages. 

A greater proportion of the mining i ndustry has a wr i tten action plan 
for dealing with work stoppage than do either the manufacturing or 
the construction companies (Table 8. 2) . Although more larger com­
panies have written procedures than do smaller companies, the smaller 
company group has a h igher percentage of unwr i tten procedures than the 
group of larger companies. Proportionately more of the 80+ companies 
have action plans than 80- compan ies ( Table 8. 2) .  
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3. 1. 3 Communication_of_eolici es_to_emelotees 

The major i ty of compan ies make use of orientation progrannnes and 
the worker representative committee system to communicate policy 
to employees. To a lesser extent, briefing groups and circulars 
are used to serve this function (Table 3. 1). Comprehensive 
results of the communication of policies for the various breakdowns 
are presented in Table B. 3 of Appendix B. 

Table 3 . 1 The means of communicating policies to employees 

Means 

(More than one response may be applicable) 

Not commun i cated to employees 
Wr i tten document circulated 
Bri ef i ng groups 
Explained dur i ng orientation/ i nduction 
Informall y communi cated 
Commun icated to representative committee 
Communi cated vi a i n-house magazine 

% of companies 

10 
33 

34 

45 
23 
59 
10 

M i n i ng compan ies rely heav ily on i nduct ion programmes, representati ve 
committees and br ief ing groups. Manufacturing companies favour 
representat ive comm ittees for communicating policy. The construction 
compan ies do not make as much use of the above-mentioned list of 
commun icat i on systems as do e i ther of the other sectors. This may be 
due to the d i spersed nature of the construction industry where the 
tradi t i onal forms of commun icati on m ight be less appropriate. 

It woul d appear that larger companies make more use of all forms of 
communicat ion than do smaller companies. This may be a result of 
the fact that more of the larger compan ies have formal industrial 
relat ions pol i cies than the smaller concerns (cf. 3. 1, 3. 2) .  
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It seems that the 80+ compani es prefer formal means of communication 
such as written documents, bri ef ing or i nduction procedures. The 
80- companies favour a more informal system of communi cati on 
(Table 8. 3 ) .  

3.1. 4  

Forty-seven per cent o f  the compani es i ncluded i n  the survey are 
covered by industri al council ( I . C . )  agreements and 44% are covered 

by a wage determination. Si xteen per cent of the organisati ons 
are not covered by either an industrial council agreement or a 
wage determination. 

Before discussing the results for the sector breakdown, the 
situation regarding industry-based agreements i n  the m in ing sector 
should be mentioned. The mining i ndustry has opted for an i nformal 
agreement between employee representatives and management on matters 
usually covered in an industr i al council  or wage agreement. Thi s  
accounts for the difference of  trends for m i n i ng as  compared to the 
other two sectors (Table B. 4 ) .  Approxi mately two-thirds of the 
manufacturing companies are covered by an i ndustr ial counci l  agree­
ment whereas only one-fifth of the m ining organisations are so 
covered. It is possi ble that the mini ng companies that responded 
positively to being covered by I. C. agreements are e ither party to 
I. C. agreements of other industri es or the respondents i nterpreted 
the questionnaire incorrectly. 

S i xty-one per cent of the constructi on companies are covered by wage 
detenninati ons, whereas only 29% of the min i ng companies are covered 
by wage detennination enforcements. 

Forty per cent of the min ing companies are not obliged to comply 
with decisions taken either at industrial councils or at wage 
determinations. Onl y seven per cent of manufacturing companies and 
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seven per cent of construction companies are not covered by either 
of the aforementioned types of agreements . 

Size of company appears to have no bearing on coverage by i ndustry­

based agreements. The proportion of Black employees does influence 

whether or not a company is covered by these agreements. A far 
greater percentage of 80- companies are covered than 80+ companies 
(Table B. 4 ) .  

3.1.5 Fonnal_agreements_with_unions 

Whereas nearl y half the total sample have formal agreements with 
White registered unions, between 5% and 10% of companies have such 
agreements with Black, Coloured or mixed unions. It should be 
borne in mind that there are far more White registered unions than 
Black, Coloured or mixed registered unions. Of the 167 trade unions 
registered by December 1979, 79 were White , 49 were Asian and 
Coloured, and 39 were mixed (Department of Manpower Utilisation,1980). 

Under three per cent of the sample have formal agreements with any 
unregistered union or with any union that has applied for registration 
with the exception of Black unions that have applied for registration, 
where six per cent of the companies have formal agreements. 

Table 3. 2: Percentage of companies having formal agreements with 
unions 

Registered Unregistered Applied for 
registration 

White 46 * 1  1 
Black 7 2 6 

Coloured 8 1 1 
Mixed 6 1 1 

*Companies that responded positively to having agreements with White 
unregistered un i ons may have misinterpreted the questionnaire. There 
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are no White unreg istered unions. This finding, therefore, should be 
v i ewed with some caution. 

Union agreements for the three economic sectors are graphically 
illustrated in Figure 3. 1. Mining companies have agreements only 
with White registered unions. At this stage there are no Black 
m ine unions, however the emergence of such unions may change the 
s i tuation. 

Manufacturing concerns have relatively more agreements with Black, 
Coloured and m i xed unions than the other two sectors. Construction 
compan ies have relatively few formal agreements with any union 
(Fi gure 3.1) . Larger companies have relatively more agreements with 
White reg istered unions than smaller companies. No other meaningful 
differences are evident for these two groups. 

Both 80+ compan i es and 80- companies d i splayed similar response 
patterns regard i ng union recognition (Table B. 5) .  

3 . 1 . 6  Internal_emelotee_reeresentative_conunittees 

Twenty-si x per cent of the compani es included in the total sample 
have works committees, 69% have liai son committees and 13% have 

other  forms of internal representative committees . 

S i milar trends are ev i dent for i nternal employee representat i on in 
the three economic sectors (Table B.6) . 

The  smaller and larger companies also show no d ifferences. However, 
the 80- group companies show a hi gher proportion of companies with 
l i a i son comm ittees than 80+ group of companies (Table 8.6) .  
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Outs ide_assistance_in_drawin9_ue_comeant_ industr ial 
relati ons_eoli ci_and _erocedures 

Less than 30% of the companies recei ved assistance from the vari ous 
organ isat i ons l i sted i n  the survey (see Table 3.3) . E i ghteen per 
cent of the sample made use of an 'other ' source of assistance. 
Thi s  mainly i ncluded overseas principals, head offi ce and internal 
company departments. 

L i ttle use has been made of employee assoc iat ions (e.g. uni ons) i n  
developi ng company I.R. policy and procedures. This  f ind i ng prov i des 
further ev i dence for the fact that employee representat ion based out­
si de of the company level has been ascr ibed a relati vely small role 
in  company I.R . affai rs. Another group of resource bod i es that has 
been under-util i zed i n  I.R. pol icy formulat i on i s  the full-time 
un ivers it i es. ( Th is  does not include UN ISA, which through i ts 
speciali zed department, the Inst itute of Labour Relati ons, offers 
serv ices to compan i es. This  Inst itute has been included as a 
separate i tem in  Table 3.3.) W i th the exception of UNISA, Transvaal 
un i vers ities therefore appear to play a m inor role i n  the f ield of 
I.R. It is i nterest i ng to note that although so few compan i es con­
sulted uni vers it i es when draw ing up pol ic ies, 5 3% of the total sample 
responded that un ivers it i es should prov i de tra i n i ng for i ndustri al 
relati ons spec ial ists (cf. 5.2) . An appeal to uni vers it i es to 
become i nvolved i n  i ndustr ial relati ons tra in i ng was vo i ced by the 
M i n i ster of Manpower Util i sati on, Mr. S . P. Botha, recently at the 
Uni vers ity of South Afr ica (Cape Ti mes, 28th November 1 980 ) . 

An ind icat ion of the use of outsi de organisati ons for the sector 
s i ze and percentage Black work force breakdowns can be gai ned by 
referri ng to figures l isted i n  Table 3.3. 



l TABLE  3 .  3 Pe rcen tages �f  compa n i es mak i ng u se  o f  ou t s i de a s s i s tan ce i n  d raw i ng u p  
i nd us t r i a l  re l a t i on s  po l i c i es a nd p roced u res 

I n s t i t u te  fo r I nd u s t r i a l  Re l a t i on s  
( Johannesbu rg ) 

I n s t i t u te of Labou r Re l a t i ons  
( UN I SA ,  P reto r i a )  

U n i ve r s i ty 

Emp l oyee O rgan i sa t i on 

Emp l oye r O rgan i sa t i on 

O t he r  Compa n i es 

Cons u l ta n t s  

O t he r  

* P < , 0 5 
** P < , 0 1  

TOTAL 
SAMPLE  

24  

1 6  

4 
6 

28  

1 6  

1 5  

1 8  
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C) 
u CJ) 
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1 0  3 1  

2 1 8  
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4 9 

24 30 

8 22 

22 1 3  
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I C 
� 0 1.... 0  0 
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·- (1) 0  I... 0 
C .µ "'O 0 (l) O  
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u ;J :::, - o -

2 3 2 3  25  

1 6  1 6  1 5  

3 4 4 

0 8 4 
36  2 6  3 0  

7 1 2  1 8  

1 0  1 2  1 7  

1 3  8 25** 

% BLAC K 
EMPLOYEES  

I + 
c'+? 
0 C) 
cc 00 

29 2 1  

24 1 1  * 

6 3 

9 4 
38  46* 

1 6  1 6  

1 0  1 9 
1 5  20 

l ch i - sq ua re  tes t s  mea s u r i ng d i f fe rences between gro ups  wer e  con d ucted fo r the  s i ze  b reakdown ( un de r  1 000  
v s  ove r 1 000 )  a nd the percen tage B l a ck  emp l oyee b reakdown (80- vs  8 0+ ) . No C h i - squa re tes t s  were  
con d uc t ed fo r t he  s ec to r  b reakdown ( see l i s t o f  t e rms ) . 

l"v � 
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Table 3. 4 contai ns a l ist of 20 functions that are d i rectly or i n­
d i rectly related to i ndustr i al relations. The table also indicates 
to whom the pol ic i es are appl icable. 

From Table 3.4 i t  appears that the functions listed can be class if ied 
i nto f ive groups accord i ng to the responses of the sample. 

F i rstly, between 60% and 80% of the sample have formal poli cy 
appli cable to all employees i n  the following 12 functions: 
Recru itment 
Select i on 
Inducti on 
Trai n ing and Devel opment 
Job Evaluati on 
Salary Scales 
Fri nge Benef its 
Employee Promot ions 
Industr ial Safety 
Gr i evance Procedures 
D isc ipli nary Procedures 
Downward Commun icati on Systems 
In very few cases are poli c ies i n  these areas applicable solely to 
either Whi tes or Blacks. 

Secondly , the the areas of Redundancy , Codes of Employment Practice 
and Internal Corporate Soci al Responsi b il ity, s i m ilar proporti ons 
of compan ies have pol icies appl icable to all employees to those com­
pan ies hav i ng no pol ic ies at all. As i n  the case of the 12 areas 
l i sted prev i ously, few i nstances are ev i dent i n  whi ch the pol ic ies 
are appl icable to either Wh i tes or Blacks only. 
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TABLE  3 . 4  T he ex i s tence of  fo rma l po l i cy i n  2 0  I R- re l a ted  a rea s 
a nd t he app l i cab i l i ty of  po l i cy to d i f fe rent  race g roups 

FUNCT I ON 
<l> _::;(, u .r:::. ·- tD .µ ·-- 0 

al al z 

1 .  Rec ru i tmen t 1 6 67 26 

2 .  Se l ec t i on 2 7 65 2 6  

3 . I n d u c t i on 2 1 1  6 1  2 6  

4 . T ra i n i ng and  Deve l opment  0 7 7 1  2 2  

5 . Job Eva 1 ua t i on 2 2 69 27  

6 .  Sa l a ry S ca l es 2 4 75 1 9  

7 .  F r i nge Bene f i t s 4 2 83  1 1  

8. Emp l oyee P romot i on s  2 3 64 3 1  

9 . I nd u s t r i a l  Sa fety 0 3 73 24 
1 0 .  Red unda ncy 3 2 47  48 
1 1 .  Codes  o f  Emp l oyment  P ra c t i ce 1 2 52 45 

1 2 .  Co rpo ra t e  Soc i a l  Res pons i b i l i ty Ext . 0 2 3 6  62 

1 3 .  Co rpo ra te Soc i a l  Res pon s i b i l i ty I n t .  1 4 46  49 

1 4 .  B l ac k  Advancemen t  1 3 7  25 37  

1 5 . G r i evance P rocedu res 1 1 1  69 1 9 

1 6 .  D i sc i p l i na ry P roced u res  0 1 0  7 0  20  

1 7 .  Downwa rd  Commun i ca t i on Sys t ems 0 5 59 36  

1 8 .  Emp l oyee Rep res enta t i on :  U n i on s  1 8 2 3 1  49 

1 9 . Emp l oyee Rep res en ta t i on :  Emp l oyee 2 32 4 8  1 8  
Rep resenta t i ve Comm i t t ee 

2 0 . Labou r/Management  Con f l i c t 3 4 3 3  60  

A 1 1 f i g u re s  i n  th i s  t ab l e  a re pe rcen tages 
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Thirdly, in the case of External Corporate Social Responsibil ity and 
Labour-Management confl ict, approximatel y one third of the companies 
have pol icies that are applicabl e to al l empl oyees and nearl y two 
thirds of companies have no pol icies at al l .  

Fourthl y ,  in the cases of ' Bl ack Advancement ' and ' Employee Represen­
tative Committees ', approximatel y one third of the sampl e have a 
formal pol icy appl icabl e to Blacks onl y. Bl ack advancement is 
concerned excl usivel y with the interests of Bl ack empl oyees. Many 
employee representative committees a re composed entirely of Bl ack 
members, al though mixed or White committees do exist. Therefore, it 
is reasonabl e to find in companies that have policies concerning these 
two areas, that the pol icies shoul d be appl icabl e sol ely to Bl acks. 

Fifthly, for the function entitl ed ' Unions' , 18% of the companies 
have formal pol icies applicabl e onl y to Whites, two per cent solel y 
to Blacks, 3 1% to both groups and 49% to neither group. An exami­
nation of sector and size resul ts wil l hel p to expl ain this outcome. 

The resul ts of the sector breakdown i ndicate that the majority of 
companies (60% - 100%) in the mining industry have formal policy 
appl icabl e to al l race groups for 13 of the 20 functions l isted. In 
the case of the manufacturing sector, the corresponding number of 
funct i ons for which more than 60% of companies have policies that 
app ly  to a l l races is 1 2, and for construction companies, the number 
is two (Figure 3.2; Tabl e 8.7). 

No significant differences were recorded for the proportion of com­
panies in each of the three sectors having pol icies specifical l y  for 
the Whites or for the Bl acks. However, there is an obvious difference 
in the proportion of companies having no policies at al l .  The highest 
sco res a re recorded for construction fol lowed by manufacturing and, 
finally, m ining. 
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The under 1 000 group of companies shows a smaller proportion of 
organisations having formal policies on the 20 industri al rel ations­
related functions than are found in the over 1 000 group of companies. 
The differences between groups is particul arl y  l arge for the following 
functions :  

Job evaluation 
Grievance procedures 
Unions 
In-house employee committees 
Labour management conflict. 

No large differences were found for the two groups with regard to 
policies applicable solely to Whites or solely to Blacks (Table B.7) . 

In the case of the Percentage Black Employee breakdown , the 80-
sub-group has a higher proportion of companies with policies appli-
able to all employees than the 80+ group. A final not iceab l e  difference 
between the groups is that more 80+ than 80- companies have disciplinary 
procedures specifically for Blacks (Tab l e 8. 7). 

In summarizing, it would appear that although the situation is not 
yet i deal, many of the companies do have formal I.R. policies. 
Moreover, these policies cover a wide range of related areas and in 
many cases the policies apply to all employees. 

3.2 Industrial relations proces ses 

In this sect i on, an as ses sment will be made of the degree to which 
different individuals and groups take deci sions or p l ay an advisory 
rol e  in various industria l relations and personnel functions. In 
Europe, employee representatives participate in decision making in 
many of the traditiona l personnel functions such as  training , 
productivity, safety , discipline and manpower planning (Daniel and 
Mc Intosh, 1976 ) .  They are also involved in hiring , firing , transfer, 
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promotion (Garson, 1977 ) and job evaluation systems and productivity 
bonuses (Slater, 1977). Both personnel and industrial relations 
functions therefore are included in this part of the survey . 

3. 2. 1 Involvement_in_industrial_relations_erocedures 

3.2. 1. 1 The_role_of_the_line_manager 

Line managers play a major role in industrial relations. From 
Table 3.5 it can be seen that line managers take industrial relations 
decisions in more organisations than do personnel departments, indus­
trial relations departments, unions or other employee representatives. 
The lowest number of decisions taken by line managers relates to 
unions. 

3.2.1.2 The_role_of_the_industrial_relations_and_eersonnel 
deeartments 

More companies appear to use the personnel department in an advisory 
than in a decision making capacity. On all topics, more organisations 
expect advice from the personnel department than from any other 
grouping. Relatively few organisations ( 6% - 21%)  use the industrial 
relations department in either a decision making or an advisory 
capacity. This may be explained in part by the fact that not all 
firms have a separate industrial relations department or industrial 
relat i ons staff. The industrial relations department is involved 
in decis i on ma k ing more often than are commi ttees, except when 
decisions concerning committees or unions must be made. It is 
interesting to note that while 21% of organisations call for advice 
from an industrial relations department on the subject of committees, 
only 14% use the advice of this department in relation to unions. 
As demands for recognition of and co-operation with Black unions 
increase , th is  ratio may be expected to reverse itself. 



TABL E  3 . 5  Tot a l samp l e :  Dec i s i on mak i ng a n d  adv i sory  ro l es i n  ; nd u s t r i a l  re l a t i on s  p rocedu res 

G r i evance D i sc i p l i na ry Dowm'la rd Un i on s  CoITTn i t tees Con f 1 i c t  P rocedu re P rocedu re Commu n i ca t i on 

(l) (l) (l) (l) Q) (l) Q) Q) Q.) Q.) (l) Q) 
'"O CJ) '"O CJ) '"O CJ) '"O 1/) '"O 1/) '"O ·- ·- ·- ·- ·- ·- ·- ·- ·- ·- ·- ·-
u > u > u > u > u > u > 

Q) '"O Q.) '"O Q.) '"O Q) '"O Q) '"O Q) 
0 <( 0 <( C <?: 0 <( C <( 0 <?: 

L i ne Ma n age r 58 30 66 27 55 24 27  1 2  4 7  2 0  5 3  2 5  

Pe rsonne l Dept 40 49 37 5 1  2 6  4 7  1 4  2 7  3 0  4 1  2 5  48  

I R  Dept 1 2  1 8  1 1  1 9 6 1 2  6 1 4  9 2 1  1 0  2 1  

C omm i t tees 6 38  7 32 4 28 4 1 3  24  32  6 34 

Un i ons  3 1 0 4 1 1  1 6 1 6  1 3  2 7 7 1 5  

A l l f i g u res i n  t h i s  t ab l e a re pe rcen tages . 

w °' 
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3 . 2 . 1 . 3  The_role_of_committees_and_uni ons 

The decision making role of both convnittees and unions is severely 
limited, with 7% or less of companies granting decision making powers 
to these bodies in most areas . In areas affecting their own organi-
sation and functioning, the percentage is h igher: 24% of organisations 
allow committees to take decisions related to committees, and 16% allow 
unions to take decisions relating to un i on·s . F ifteen per - cent accept adv i ce 
from unions in the area of conflict, but apart from this, uni ons play 
a very small advisory role . Committees play a larger advisory role: 
in all areas (except the area of unions) 28% - 38% of organisations 
use committees in an advisory capacity . Although committees and 
unions are consulted equally about matters pertaining to un ions, 
only 7% of compan ies consult unions about convnittees . This may 
reflect a suspicion of unions, or s imply the larger number of Blacks 
represented by convnittees: 774 150 in 1979 1 as opposed to 161 700 
Blacks represented by unions . 2 

3 . 2 . 1 . 4  Breakdown_bt_sector 

A breakdown by sector (Table C . 1 in Appendi x C )  does not provide much 
additional information in this area. There is less decision making 
by industrial relations departments in the constructi on i ndustry than 
in other industries . In the larger companies the industrial relations 
department plays a larger decision making and advisory role than in 
the smaller companies (Table C . 1 ) . 

1 Repo rt of the National Manpower Commiss ion, 1980 .  
2 Tota l B lack union membership figures are hard to come by . This is 
an approximate figure taken from the Industrial Rel ations Review 
produced by the Anglo American Corporation in 1980 . 
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3. 2 . 2  Involvement_in_traditional_�ersonnel_�rocedures 

3.2.2.1 The_role_of_the_line_manager 

More companies rely on the line manager for decisions in the per­
sonnel field than on any other grouping ( Table 3. 6 ) .  The advisory 
role of the line manager remains important, although the personnel 
department plays a more important advisory role in this area. 

3 . 2. 2. 2  The_role_of_the_industrial_rel!tions_and_�ersonnel 
deeartments 

The decision making role of the personnel department increases in 
this area (compare Tables 3.5 and 3 . 6 ) , and overtakes that of the 
l ine manager in induction and job evaluation. The advisory role of 
the personne l department increases in importance, but the advisory 
and decision making roles of the industr ial relations department 
drop significantly. Ten per cent of organisations obtain the 
advice of industrial relations departments on salary scales and on 
redundancy . 

3. 2.2. 3 The_role_of_committees_and_unions 

The most noteworthy feature of Table 3.6 is the insignificant role 
pl ayed by both unions and committees in recruitment, selection and 
induction. These appear to be regarded as purely management/ 
personnel functions . Unions play an insignificant role in al l the 
functions listed in this table, with the possible exception of 
redundancy and fringe benefits, where 10% and 11% of organisations 
respectivel y  use them in an advisory capacity. Thirteen per cent of 
tne companies surveyed consult with unions on salary scales. The finding 
on salary scales may be somewhat influenced by poor wording in the 
questionnaire - had the term 1 1 salaries and wages" been used , different 
resu ·1 ts might have been obtained. The advice of committees is obtained 
somewnat more often than that of �nions on training and development, 
fringe oenefi ts, promotion, industria l  safety and redundancy. 



TABL E 3 . 6  Tota l samp l e :  Dec i s i on ma k i ng a nd adv i sory ro l es i n  t ra d i t i ona l pe r son n e l  p roced u re s  

Rec ru i t - Se l ec t - I nd u c t - T ra i n  & Job E va- Sa l a ry F r i nge  Emp l oyee 
men t  i on i on Deve l op l ua t i on Sca l es Benef i t s P romo t i on 

Dec Adv Dec Adv Dec Adv Dec Adv Dec Adv Dec Adv Dec Adv  Dec Adv 

L i ne Management  59 36 70 29 39 35 67 40  47 38  50 3 1  46 2 5  82 2 2  

Pe r sonne l Dep t  42 53 37 59 57 38 38 55  5 1  42  46 4 7 42  50  1 9  64 
I R  Depa rtmen t 5 7 5 8 8 1 1  4 2 6 7 7 1 0  6 9 3 7 
Comm i t tees 1 5 1 3 0 3 · 2  1 5  2 9 2 8 1 1 9  2 1 0 
Un i on s  2 3 1 1 0 1 2 7 , 4 8 1 3 5 1 1  2 5 .., 

A l l f i g u res i n  t h i s  tab l e  a re pe rcen tages . 
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Dec Adv 
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3 . 2.2 . 4 Breakdown_b�_sector 

The sect ional breakdown gives us sim ilar results under personnel 
procedures to those obtained under industrial relations procedures. 
Unions play a slightly expanded advisory role in mining companies, 
and industrial relations departments have a larger input in mining 
companies than for the total sample. In construction companies, 
personnel departments play a smaller role in this area than they do 
in the other companies. 

Personnel departments have a decision making and advisory role in 
more large than small companies. Industrial relations departments 
and un i ons also play a somewhat more important role in the larger 
companies than in the smaller ones (Table C.2) .  

3.2.3 Involvement_in_emelotment_codes1 _social_reseonsibilitt 
and_egual_oeeortunitt 

In Table 3 . 7  the trend for line managers to take decisions in the . 
major i ty of firms is continued. In the areas of employment codes, 
equal employment opportunities and social responsibility, the 
personnel department again plays an important advisory role, 
particularly in the area of Black advancement. The role of un i ons 
is a gain neg l igibl e, a l though 1 1% of organ isa t i ons consul t unions 
on the subject of Black advancement . Committees play a more 
important decision making role than do industrial relations depart­
ments, except i n  the areas of codes of employment practice and 
Black advancement . 

Uni ons play a greater role i n  these areas in mining companies than 
in other compan i es, and are also consulted in more large compan i es 
than small companies (Table C. 3). 



TAB L E  3 . 7  Tota 1 samp l e :  Dec i s i on ma k i ng a nd a dv i so ry ro l es fo r emp l oyme n t code s , 
equ a l  emp l oymen t oppo r t u n i t i e s ,  a nd  soc i a l  res pons i b i l i t y 

Codes  of  Soc i a l  Soc i a l  
Emp l oymen t Res pon s i b i l i ty Respon s i b i l i t y 

( exte rna l )  ( i n t e r na l ) 

B l a ck 
Advan cemen t 

Dec i de Adv i se Dec i de Adv i se Dec i de Adv i se Dec i de Adv i s e 

L i ne Managemen t 43  24  36 1 6  4 1  2 1  62 2 3  

Pe r son ne l  Dept 33 4 5  2 2  3 4  26 39 33  52 

I R  De pa r tmen t 1 1  1 6  6 9 5 1 1  7 1 6  

Comm i t tees 1 1 6  1 0 0 2 0  1 1 20  
Un i on s  4 9 1 3 1 3 3 1 1  

A l l f i g u res i n  t h i s  t a b l e  a re pe rcen tages . 

� ....... 
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3 . 2 . 4  Conclusions 

What conclusions can be drawn from these figures? The three areas of 
real power in dealing with employees are recruitment, selection and 
salary scales. In these areas, decisions are taken chiefly by line 
managers. The involvement of committees, unions and industrial 
relations departments appears to be largely with industrial relations 
functions and those personnel functions which are closest to industrial 
relations, such as redundancy. Although wages were the cause of the 
initial unrest in 1973, and remain the largest cause of strikes (NDMF 
Survey, 1980) , no employee representatives appear to have a meaningful 
say in this area. Some union representatives, however, have a say 
via Industrial Councils. Employee representative bodies (committees 
or unions) which are perceived by their members to have no effective 
say in areas central to their working lives, are unlikely to be very 
effective . Meaningful employee participation in traditional personnel 
areas, on the other hand, might well be a solution to many of the 
conflicts besetting this area (Godsell , 1981). 

3 . 3  Status and structure of industrial relations departments 

3. 3. 1 Status of the industrial relations function - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -
Table 3. 8 shows the status of the industrial relations function in 
the organisations surveyed . In 46% of the total sample a member of 
the board is responsible for the industrial relations function, with 
the figure slightly higher for small companies. The majority of 
m i ning companies { 90%) have a member of senior management responsible 
for industrial relations functions, and a smaller  number of construc­
tion companies than any other group ( 7 1 %) has senior management 
responsible for these functions. A smaller percentage of both con­
struction and small companies (54% and 55%) have employees specifically 
responsible for industrial relations functions, while 76% of mining 
companies have employees responsible fo r �hese functions. Very few 
of the organisations surveyed have separ�ate industrial relations 



T/\BL E  3 . 8  S tatus  of  I nd u s t r i a l  re l a t i ons  func t i on/depa r tment  fo r t he tota l s amp l e  and  
the  t h ree b rea kdowns 

S ECTOR  S I ZE 

TOTAL 
SAMPLE  O'l ro e; L. C 

C � C .µ 0 L. C) C) ·- ::::, ·- II) ·- Q) C) L. C) 
C C L. C .µ " C) <U 0 ·- ro ::::, 0 0 5 -

> 
� � .µ u ::::,  o -

Membe r of boa rd res pons i b l e  I R  46 42 45  48 52 42 
func t i on s  

Sen i o r  management respons i b l e  86 90 88 7 1  84 87 I R  f unct i on s  

Emp l oyees res pons i b l e  I R  
65 76 6 1  55 54 7 1  func t i on s  

Sepa ra te I R  depa rtment  8 8 6 1 0  4 9 
I R  depa r tmen t pa r t  of  Pe r sonne l  82 88 85 59 73 80 depa r tment  

I R  pa r t  of  o t he r  depa rtment l 0 6 1 0  2 1  1 3 8 

A l l f i gu re s  i n  t h i s  tab l e a re pe rcen tages . 
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departments, with construction the highest at 10% and small companies 
the lowest at 4%. In 8 1% of large companies, and 59% of construction 
companies, the industrial relations department is part of the personnel 
department .  In 2 1% of construction companies, the industrial relations 
department is part of another department, usually part of line manage­
ment (plant or site manager) . The responses to the question concerning 
the date of the founding of I .R. departments could not be meaningfully 
analysed, because of the small number of answers. 

3 . 3 . 2  Structure_and_reeorting_of_ industrial_relations_deeartments 

Table 3 . 9  gives the number of industrial relations staff members and 
the department of person to whom they report . Fifty per cent of the 
total sample employ one or more full-time staff members in industrial 
relations. Mining companies are above the average for the total 
sample, as 62% of mining companies employ full-time industrial rela­
tions personnel, and 10% employ 7 - 10 industrial relations staff 
members . Construction is somewhat below the average - 42% of the 
construction companies surveyed employ full-time industrial relations 
staff. Predictably, fewer of the small companies (38%) employ such 
staff . Levels of part-time employees were more or less the same for 
all groupings . 

The majority of mining companies (60%) stated that industrial relations 
st�ff report to the personnel department. Forty-six per cent of 
large companies fall into this category, and 43% of 80+ companies . 
Forty-eight per cent of the 80- compan i es state that industrial 
relations staff report direct to top management . Forty-nine per cent 
of manufacturing companies, and 36% of small companies , also have 
their industrial relations staff reporting to top management . In only 
1 1% of the total sample did industrial relations employees report to 
an industrial relations department. 
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3 . 4  Industrial relat i ons tra in ing 

Respondents were required to state what tra in ing had been gi ven and 
what tra in ing was sti ll requ i red for I . R .  spec ial ists . I . R .  non­
spec iali sts and employee representati ves for each of n ine I .R .  
tra in ing areas . These areas are : 

I . R .  strategi es 
I .  R. s true tu res 
I.R .  leg islati on 
I .R .  on the shop floor 
Employee representaffon 
Communi cati on 
Equal Employment Opportunity Strategi es 
Collect ive barga in ing 
Negoti ati on skills 

The f inal part of the sect ion is  focussed on percepti ons of who 
should be responsi ble for prov id i ng tra in i ng for the above-ment ioned 
three groups of employees . 

3 . 4 . 1 Tra ini ng_alreadt_conducted_and_eerceet i ons_of_trai n ing 
needs 

3 . 4 . 1. 1  The_total_samele 

3 . 4. 1 . 1 . 1  Industrial_relati ons_seec i al ists 

Results of the n ine ident ifi ed tra in inq areas are presented in  Table 
3 . 10 .  Approx imately 40% of the total number of compan i es i ncluded i n  
the survey have rece i ved or prov i ded tra in ing for i ndustrial  rel at ions 
spec iali sts i n  ei gnt  of the n ine tra in ing areas 1 • In  the 

1 In this  part of the sect ion, the d i st inct ion between compan i e s 
g iv ing i n-house tra in ing and those receiving tra in ing from external 
sources w ill not be made as i t  has no beari ng on the quest ion of 
tra in ing done and tra ini ng needed . Th is  d i st inct ion i s  made very 
clear, however, i n  Sect ion 3. 4 . 2  wh i ch deals w i th tra in ing respons ib i l i ty .  



TABL E  3 . 1 0 : I R- re l a ted t ra i n i ng a l ready rece i ved and  t he t ra i n i ng pe rce i ved 
to be neces s a ry fo r t he tota l samp l e  

I R  S pec i a l i s t Non -Spec i a l i s t Emp l oyee Rep . 

A 1 ready Need A l ready Need Al ready _ Need 

I R  S t ra teg i es 42  3 1  4 1  5 0  1 6  3 6  

I R  S t r uc t u res 47 25 47  45  29 39 

I R  Leg i s l a t i on 43  3 1  34  4 5 2 1  4 1  

I R  on t he S hopf l oor 3 1  3 1  3 0  49 2 6  5 1  

Emp l oyee Rep resen ta t i on 43  1 7  43 27 47 38 

Corrrnun i ca t i ons  4 1  25  4 1  45  36  49 

E EO S t ra teg i es 26 2 5  1 8  46 9 35  

Co l l ec t i ve Ba rga i n i ng 38  32  25  5 1  1 8  48 

Negot i a t i on S k i l l s  36  36 32 57 2 2  49 

No t ra i n i ng 3 2 4 5 2 8 

O t he r 4 1 2 1 1 2 

A l l f i gu res  i n  t h i s  t ab l e  a re pe rcen tages . 
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ninth area, equal employment opportunities strategies, only one 
quarter of the companies have had industrial relations specialists 
trained (Table 3.10). 

Organisat ions ' perceptions of training needs for industrial rela­
tions speciali sts i nd icate that between 25% and 36% of the compan i es 
i dent i fy the need for trai ning industrial relati ons specialists in 
e i ght of the nine areas. In the ninth area, employee representation, 
only 17% of companies percei ved a need for the training of industrial 
relati ons specialists (Table 3.10 ) .  

These results seem to indicate that for each of the nine I.R. 
training areas, the maximum number of companies that have already 
trai ned or perceive the need to train  industrial relations specialists 
(opt imal traini ng f igure ) is approximately 75%. The inflated nature 
of the optimal training figure i s  taken i nto consi deration and i t  is 
assumed that the i nflationary effect i s  un i form throughout the sample 
(see List of Tenns ).  

Returning to the results for the areas of I.R. on the shop floor 
and equal employment opportunity strateg ies,  the opt imal tra in ing 
fi gu re for these areas is  5 1 %  and 62% respect ively. It must be 
noted that because the optimal figure i s  75% for any i ndustr ial 
rel at ions area it does NOT mean that only 75% of companies train 
or perceive the need to train i ndustrial relations specialists. 
It does indicate that only for the parti cular industrial relat ions 
area i n  quest i on do 75% of the companies consi der the need to train 
or have trai ned i ndustr i al relat i ons specialists. In fact, only 
three per cent of the sample have not trained for i ndustri al 
relations areas and 2% perceive there being no need for trai ni ng of 
industr ial relations speciali sts (Table 3.10 ) .  
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3.4 . 1 . 1.2 Non-seecialists 

Non-specialists have been defined as people such as line managers who 
are involved with industrial relations affairs but are not strictly 
speaking part of the personnel and/or industrial relations function . 

It appears that the pattern for training of non-specialists is 
similar to that for training specialists although in areas such as 
industrial relations legislation, employment codes, and collective 
bargaining, a smaller proportion of companies have trained industrial 
relations non-specialists . 

The perception of training needs is far greater for industrial 
relations non-specialists . This results in the optimal training 
figure being between 80% and 90% . Exceptions to this trend are 
employee representation and equal employment opportunity strategies 
where the optimal figure is 70% and 64% respectively . 

Four per cent of companies have not trained non-industrial relations 
specialists at all and five per cent perceive no need for such 
training (Table 3 . 10 ) . 

3. 4. 1 . 1 . 3  Emeloiee_reeresentatives 

It is necessary to differentiate labels between the group of people 
called employee representatives and the area of  tra in ing l abel l ed 
employee representatives . The former term refers to the group of 
company employees who represent the workforce in some form or another . 
The latter meaning of employee representation refers to one of the 
n ine ident ified areas of industrial relations training . Included in 
such training would be input on all areas covered in the process of 
employee representation . 

In approximately 20% of the companies included in the sample, 
employee representatives have received training in the areas of I.R. 
strategies, I . R . structures, I .R. legislation, I .R .  on the shop floor, 
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collective bargaining and negotiation ski lls. Forty seven per cent 
of the compan ies have employee representat ives who have recei ved 
tra ining in the area ent i tled 'employee representati on • .  In 36% 
of the sample, employee representat ives have been trai ned in  commun i ­
cations, and in  n ine per cent of the sample, employee representatives 
have been tra ined i n  equal employment opportunit ies strateg ies 
(Table 3. 10).  

It appears that between one third and one half of the companies 
perceive the need for trai ning employee representatives in  the n ine 
I. R. train ing areas. The proport i on of the sample perceiving the 
need to train employee representat ives i s  hi gher than the corresponding 
train ing needs figure recorded for I . R. spec ialists but lower than the 
perceived tra in ing needed for I.R. non-special i sts. 

The opt imal tra ining fi gure for employee representatives ranges from 
44% in the case of equal employment opportun i ty strateg ies to 85% 
(employee representat i on, commun icat i ons). In most of the n ine 
tra ining areas, the o ptimal train ing fi gures range between 60% and 
75%. 

In two per cent of compan ies there has been no industrial relati ons 
training of employee representatives , and i n  eight per cent of companies 
no such tra i ning is perce ived to be necessary (Table 3. 10 ) .  

In summar 1 s 1 ng tra in ing trends for the total sample , it would seem 
that the greatest amount of train ing gi ven so far has been for the 
industr ial relat i ons speci alists, closely followed by non-specialists 
and , lastly, by employee representat ives. The greatest percei ved 
needs are to train non-speci al ists, employee representat ives and , 
fi nally, industr ial relations speciali sts. Comb in ing train ing already 
rece ived and train ing needed, it  appears that the optimal tra i ning 
figure i s  far hi gher for non-speci ali sts than for either the industr ial 
relat i ons speci alists or  the employee representatives. 
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3. 4. 1.2 Breakdown_b�_sector 

A detailed tabulat i on of tra ini ng already received and tra in ing needed 
for the m in ing, manufacturing and construction sectors of the economy 
i s  prov i ded i n  Append i x  D (Table 01.1) . Also i ncluded i n  Appendi x D 
are s imi lar deta iled tabulati ons for the si ze breakdown and for the 
percentage Black employee breakdown. In thi s  secti on, the d i scussion 
of the tra in ing effort for the vari ous breakdowns w ill be li m ited to 
the d i scussion of overall trends. Thi s  wi ll i nclude referring to the 
optimal tra in i ng f igure i nstead of look i ng at f igures of tra in ing 
already performed and percei ved tra in ing needed. When i nterpreti ng 
the f ind i ngs the reader i s  urged to bear i n  m i nd the fact that the 
opt imal tra in i ng f i gure i s  hi gher than the actual tra in ing effort. 

A summary of results for the m in i ng, manufactur ing and construction 
compan ies i s  prov i ded i n  F igure 3. 3 and Table 3. 11. 

In the m in i ng industry the optimal trai ni ng fi gure for non-specialists 
i s  consi derably higher than for the other two groups of employees. 
Industr ial relat ions speci al ists have the next hi ghest f igure but in  
the cases of I.R. on the shopfloor, employee representation and 
commun icati on, employee representat ives have a hi gher i ndex. 

A far greater balance of the opt imal tra in ing fi gure i s  ev i dent for 
the three groups of employees i n  the manufactur ing i ndustry. The 
overall order of rat ing i s  f irstly i ndustr ial relat i ons non-spec ial ists, 
and then emp l oyee representat i ve as s l i ght l y  hi gher than the i ndus­
tr ial relat ions spec ial ist. 

A s im ilar pattern to the manufacturi ng sector became clear for the 
construct ion companies. 

An overall compar i son for the three sectors i s  prov i ded i n  Table 3.11. 
It appears that the m in ing and manufactur i ng i ndustry v iew i ndustrial 
relati ons tra in ing i n  a comparable li ght. However , the tra in ing effort 
for the construct ion i ndustry appears to be consi derably less than 
for the other two sectors of the economy (Table 3. 11 ) .  

HSRC t. P-3F·L<\RY 
RG N-S : B LI OTEEK 

fB 0 6 3 7 1 4  



1 00 

90  

80 -
ct 70  ::c 

60  u 
Lt.. 50 0 

� 40 

30 
20 

1 0  

I R  

s t ra teg i es 
I R  
s t ruc t u res 

I R  

l eg i s l at i on 
I R  on the Emp l oyee 
shop f l oo r  rep resen-

tat i on 

1 00 

90 
� 80  

MANUFACTUR I NG I R  TRA I N I NG AREAS 

z 
ct 0... 
::c 
0 
u 
Lt.. 
0 

rN! 

(/) 
UJ z 
ct 
::c 
0 

Lt.. 
0 
rN! 

70 ::::: 

60 ::::: 

50 :=:=: I ::::: 
40 ·=·=· 

30 ::::: 

20 �t 
1 -0  I� 

I R  
s t ra teg i es 

1 o o  
I 

90 

80  

70 

60  

50  

40  

30  

2 0  

1 0 

CONSTRUCT I ON 

1:;:;: 
I R  

s t ra teg i es 

I R  
s t ructu res 

s t r uctu res 

I R  
l eg i s l a t ion 

l eg i s l a t i on 

I R  on the 
s hopf l oor  

Emp'l oyee 
rep resen­
ta t i on 

I R  TRA I N I NG AREAS 

represen­
tat i on 

I R  TRA I N I NG AREAS 

F I GURE 3 . 3 :  H i s tog ram: Company sector compa r i son ; Opt i ma l  t ra i n i ng 
f i g u res fo r I R  spec i a l i s ts , non-spec i a l i s t s  and emp l oyee 
represen tat i ves 

Commun i ca­
t i on 

Commun i ca ­
t i on 

t i on 

KEY : 

Equa l emp l oy- Co l l ect i ve 
rnent oppor tu- barga i n i ng 
n i ty s t rateg i es 

Equa l emp l oy- Col l ect i ve 
men t oppo rtu- ba rga i n i ng 
n i ty s t rateg i es 

Equa l emp l oy­
men t oppo rtu- ba rga i n i ng 
n i ty s t ra teg i es 

. 

Negot i at i ng 

Negot i a t i ng 

• 
I R  s pec i a l i s t  

I R  non- s pec i a l i s t 

Emp l oyee rep resentat i ve 

(J1 
N 



5 3  -

Table 3. 11 : Average optimal training figures for the mining, 
manufacturing and construction sectors 

Mining Manu- Con- Average 
facture struction 

IR specialists 68 7 1  47 62 
IR non-specialist 88 82 58 76 
Employee representative 63 75 48 62 

Average 73 76 51 

All figures in this table are percentages 

3. 4. 1. 3 Breakdown_bt_size 

The results of the size breakdown have been sunvnarised in Figure 3.2 
and Table 3.12. Comprehensive tabulations of these resul ts are pre­
sented in Appendix D (Table D . 1 . 2 ) . 

In the smaller companies (under 1 000 employees) I.R. non-specialists 
had the highest optimal training figures. Employee representatives 
had the second highest optimal training figures and I.R. specialists 
had the lowest scores for most of the nine I.R. training areas. 

In the larger companies (over 1 000 employees) the highest optimal 
training figure was obtained for industrial relations non-specialists, 
followed by the other two groups who had similar overall scores. It 
appears that larger companies have much higher optimal training figures 
than smaller companies (Table 3.12, Figure 3. 4 ) .  

Table 3. 1 2 : Average optimal training figures for small and large 
compan ies 

I R  specialists ....-.. 
IR non-specialists 
Employee representatives 

Average 

Under 
1 000 

47 
67 
54 

56 

All figures in this table are percentages 

Over Average 
1 000 

79 63  
90 79 
77 66  

82, 3 
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3.4.1.4 Breakdown_bt_eercentage_Black_emglotee 

The results of the percentage Black employee breakdown have been 
summarised i n  Figure 3.5 and Table 3.13. Comprehensive tabulations 
of these results have been included in Appendix D (Table D.1.2). 
In companies employing less than 80% Blacks (80-), industrial rela­
tions specialists (73) , industrial relations non-specialists (74) , 
and employee representatives (74) all appear to have similar optimal 
traini ng figures. 

In 80+ companies industrial relations non-specialists have a far 
greater average optimal training f i gure (84) than the other two 
categories of relevant employees, both of which share the same scores 
(63) . 

When comparing the two groups, 80+ companies show 1far higher scores 
for non-specialists (84 vs. 76) but lower scores for industrial 
relations specialists (63 vs. 73) and employee representatives than 
80- companies (63 vs. 74). 

Table 3 . 13: Average optimal training figures for 80- and 80+ 
companies 

80- 80+ Average 

I R  s pec i al i s ts 73 63 68 
IR non-spec ialists 76 84 80 
Employee representatives 74 63 69 

Average 74 70 

All f i gures in th is  table are percentages 
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3 . 4. 2  Perceetions_of_industrial_relations_training_sources 

3.4. 2. 1 The_total_samele 

The details of the perceptions of the total sample concerning who 
should supply training for industrial relations specialists, non­
specialists and employee representatives are provided i n  Table 3.14. 

Table 3.14 : Perceptions of training sources expressed as a 
percentage of the total sample 

.µ .µ 
Cl) 

•,- ,,-
I r-

C ttS 
•,- O •r-
u c u  

ex � ex � 
..... Cl) ..... Cl) 

Industrial relations department 33 40 

Personnel department 22 39 

Training department 19 32 
Joint employer/employee organisation 18 1 7  

Employer organisation 24 18  

....- . a.a. 
E a, UJ s.. 

40 

39 

36 

20 

10 
! Trade union 10 3 21 l 

I 

Outside consultants 44 25 22 
Government agencies 15 3 5 

Universities 53 10 6 

Other (specify) 7 1 1 

From Table 3. 14 it can be seen that i ndustrial relations departments, 
outside consultants and universities are perceived as being the major 
training resources for training industrial relations specialists . 
The industrial relations department along with the personnel and 
training departments is perceived as being suitable for the training 
of industrial relations non-specialists and employee representatives. 

The following observations concerning training source perceptions 
can be made. Firstly, the industrial relations department is per­
ceived as a major source of training in all cases. However, only 
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eight per cent of the sample have separate industrial relations 
departments (cf. 3. 3. 1).  

Secondly, although over half the sample perceive universities as 
be i ng responsible for training industrial relations specialists 
(presumably prior to the industrial relations employees joining 
companies), only four per cent of the sample made use of universities 
in drawing up their industrial relations policies (cf. 3. 7). This 
emphasises the need for universities to become more involved in the 
industrial relations field. 

Thirdly, only 21% of the sample perceived trade unions as being 
responsible for training employee representatives. It is suggested 
that the training of employee representatives delegated by management 
to the unions is far smaller than the unions themselves woul d like to 
be involved in this endeavour. 

Finally, government agencies are seen to play a very small role in 
industrial relations training. Either there is not much being 
offered in i ndustrial relations training by such institutes or they 
are not publicising their services. 

3 . 4 . 2 . 2  B reakdown_bt_sec tor, _size_and_eercentage_Black_emeloiee 

In all three breakdowns the same sources were seen to be most 
important for providing industrial relations training. Industrial 
relat i ons departments, outside consultants and universities were 
perce ived to be responsible for training industrial relations 
specialists. In the case of non-spec ialists and employee represen­
tat ives, industr ial relations departments, personnel departments 
and trai ning departments were perceived to be the main training 
sou rces. A detailed tabulation of all percei ved training sources 
for the breakdowns has been provided i n  Appendi x  D (Table 0. 2). 



- 59 

4 .  OVERVIEW OF RESULTS 

Th is secti on has been d iv i ded i nto two parts, one of whi ch contai ns 
an overv iew of the total sample; the other summari ses f indings for 
the three separate breakdowns. Both sub-div is i ons are structured 
in  terms of results obta ined for industri al relati ons poli cy, 
industr ial relati ons processes and industri al relati ons tra in ing .  

4.1 The total sample 

4.1 . 1  Industri al_relat ions_eolict 

The majori ty of compan i es i n  the sample do have a formal or unwr itten 
industr ial relations poli cy (82%) . Furthennore, most compani es prefer 
to communi cate these poli c ies to employees by means of employee represen­
tative corrmittees (59%) or dur i ng ori entati on programmes (45%). However, 
10% of companies have no formal means for colTITiunicati ng such poli c ies 
to employees. This, of course, i s  unacceptable because in  order for an 
IR pol icy to be successfully i mplemented all employees should be aware 
of it . 

Nearly half the sample (49%) d i d have a wri tten acti on plan, 30% had 
an unwr i tten acti on plan and 21% of the sample had no formal procedure 
for dealing w ith work stoppages. Str i ke handl ing i s  a very deli cate 
i ssue. The implementation of a formali sed stri ke procedure may well 
help management to defuse a potent i ally dangerous s ituat ion .  

Approx imately half the companies are covered  by i ndustr i al council  
agreements (47% ) and sl i ghtly less are covered by a wage determi nation 
(44% ). S i xteen per cent of the compani es are not covered by ei ther 
form of agreement. 

Concern ing the scope of i ndustri al relat i ons i nvolvement i n  the 
organ isat i on, the major ity of compan ies (60% - 80%) have formal 
poli cy for all employees in  12 of the 20 i ndustr i al relati ons related 
funct ions (recru itment, selecti on, i nducti on, tra in ing, job evaluation, 
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salary scales, fringe benefits, employer promotions, i ndustrial safety , 
grievance and disciplinary procedures and downward comnunicati on 
systems) . 

In three cases, redundancy, i nternal soc ial respons i b il ity and codes of 
employment practice, the same proport ion of compani es have polic ies 
appli cable to all employees as compani es havi ng no pol ic ies at all. 

In the areas of Black advancement and employee representative commi t­
tees, poli c ies covered Black employees only. The nature of these areas 
serves as an explanation for this occurrence . In the case of external 
social responsib ility and confli ct handl ing, most compani es have no 
policy at all. Finally, in the case of trade uni ons , 18% of compani es 
have policies only for Whites, two per cent have such polici es only for Blacks , 
31% had polic ies for both Blacks and Whi tes and 49% of the compani es 
included in the sample have no polic ies at all regardi ng trade unions. 

This interesting fi ndi ng corroborates the responses obtai ned coveri ng 
agreements with trade unions. Nearly hal f  the compani es (46%) have 
agreements wi th Whi te un ions and under 10% of the companies have such 
agreements w ith Black (7%),  Coloured (8%) or mixed (6% } reg istered 
un i ons . Under three per cent of the sample have formal recogni tion of e ither 
unregistered unions or unions applyi ng for regi stration. There i s  
one exception in the case of Black unions apply i ng for registrati on 
whi ch has a s l i ghtly higher l evel of recognition agreements ( 6%) � 

These results might not be so much an ind icati on of management's 
reluctance to recognise un ions. Rather, they may be mani festations 
of the fact that at the end of 1980, approxi mately only a quarter of 
the White labour force (500 000 out of 2 m i lli on) and four per cent 
of the Black l abour force (20 000 out of 5 milli on )  were orgaD ised. 
i nto unions. 

Concerning internal employee representati on , it  would appear that 
liaison commi ttees (69% ) are a far preferred form of representati on 
to works committees (26%).  Most companies do have one of these two 
systems operat i ng in their organisations. 
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The final aspect included under the policy section of the survey was 
aimed at establishing what assistance companies sought in drawing up 
their I.R. policies. The Institute for Industrial Relations and the 
various employer organisations appear to be the most popular source 
contacted for assistance in drawing up industrial relations policies. 
By and large, it would appear that the majority of companies do have 
I.R .  policies and that these policies cover many of the relevant areas. 
The situation is far from ideal but it cannot be attributed solely to 
I.R. at the company level. Wider issues at the i ndustry or national 
level may affect in-company I.R. policies. 

Having established the fact that most companies have an I.R. framework 
within which to operate, attention was turned to the state of affairs 
regarding the implementation of I.R. at the company level. Implemen­
tation was divided into two areas , I.R. processes and I .R. training. 

4 . 1. 2  Industrial_relations_erocesses 

In the organisations described by respondents, line managers take the 
majority of decisions on industrial relations and related personnel 
functions. Personnel departments play an important advisory role, 
industrial relations departments play a small advisory role, related 
mainly to industrial relations functions. 

The role played by employee representatives (colllllittee members and 
union representatives )  is severely limited, both in a decision making 
and in  an adv isory capacity. In some instances , a type of industrial 
relations ghetto appears to have been created: various industrial 
relat ions structures are brought into being but participants are 
permitted to take decisions relating only to themselves. Thus 24% of 
committees take decisions relating to committees, and one per cent (or 
none) take decisions relating to recruitment , selection and induction. 
Employee representatives do not appear to have authority in most areas 
which have in the past given rise to strikes and unrest. Their effec­
tiveness , in the absence of this authority, must be questioned. 



62  -

4 . 1 .  3 Status_and_structure_of_industrial_relations_deeartments 

Fifty per cent of the total sample employ one or more ful 1 -time staff 
members concerned with industrial relations affairs. In the majority 
of companies, a member of senior management is responsible for indus­
trial relations functions. Very few organisations have separate 
industrial relations departments; in the majority of companies, the 
industrial relations department is part of the personnel department. 

4 . 1 . 4  Industrial_relations_training 

It woul d appear that training thus far has favoured industri al 
re l ations specialists slightly over non-specialists. A much smal ler 
emphasis has been p l aced on training employee representatives. 

A different trend emerges concerning perceptions of industrial 
rel ations training needed. The order of priority for perceived indus­
trial training requirements for the total sample is first : non­
specialists, second, industrial relations specialists, and third, 
emp l oyee representatives . 

Adding together training already received and perceived training needed 
provides a useful optimal training index which can serve as an indica tion 
of total training effort. 

A far greater emphasis is placed on industrial relations training for 
l ine management (non-specialists) than for either I.R. specialists or 
employee representatives. 

This finding is consistent with the results of the ' I.R. process ' 
section where the extremely important role line management plays in 
the area of l abour relations was stressed. However, this is by no 
means a happy state of affairs. Successful I.R .  is dependent on the 
nature of the rel ationships between worker ;and management. Implicit 
in this statement is the assumption that all relevant persons be 
suitabl y trained to best articulate their group ' s  needs. If this is 
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not done, conflict may well emerge in some less agreeable forms. 
Therefore, it is in management 's own interests to ensure that all 
persons involved in I.R. are suitably trained, especially employee 
representatives. Presumably they have had much less exposure to 
matters such as chairing a meeting or negotiating an agreement than 
their management counterparts. 

Perceptions of who should be responsible for training the various 
people related to industrial relations indicate outside consultants 
and universities are seen to be responsible for training industrial 
relations specialists. The company 's own industrial relations depart­
ment, personnel department and training department were perceived to 
be responsible for the training of the non-specialists as well as the 
employee representatives. 

4 . 2  Su1T111ary of trends for the three breakdowns 

In order to condense the results as much as possible, a three-point 
ranking order has been used to rank the 'degree of effectiveness ' 
(see list of terms) for the three sectors covered in the survey. 
Similarly, two-point rankings have been performed for the size and 
the percentage Black worker breakdowns. 

A rank order of the trends for the breakdowns has been provided i n  

Table 4. 1. From this table it can be seen that the overall degree 
of effectivenes s  is highest for the mining sector, second for the 
manufacturing sector and lowest for construction. This trend is 
applicable for industrial relations policy and industrial relations 
processes. However, the manufacturing sector has the highest rank 
for training. In all cases, the construct i on sector has the lowest 
level of effectiveness. 

An almost flawless trend occurs for the size breakdown. Larger 
companies have a hi gher degree of effectiveness than smaller com­
panies for every industri al relations aspect measured. 
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Emp l oyees conce rned w i th I R  1 2 3 2 1 

T ra i n i ng :  
Opt i ma 1 t ra i n i ng f i gure  2 1 3 2 1 
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Companies with less than 80% Black employees seem to be far more 
effective with regard to industrial relations than companies with 
more than 80% Black employees. This trend is reversed in the cases 
of existence of industrial relations policy, an action plan for 
dealing with strikes , and communication of policies. 

Thus , it appears that the degree of effectiveness is : highest for 
mining , then manufacture and lowest for construction; higher for 
larger companies than for smaller companies; and greater for com­
panies employing less than 80% Black employees (Table 4.1) .  

4.3 Recommendations for future research 

The results of the survey indicate further research needs. These 
are listed below. 

1. Longitudinal survey of I.R. 

It is suggested that the survey be repeated at regular, one to 
two yearly , intervals. The new labour dispensation is gaining 
momentum and it would be beneficial to assess changes at the in­
company level over time. The present survey results could be 
used as baseline data. Progress could be viewed in the light of 
socio-economic and political developments at the time of each 
study . 

2. Survey incorporating differing viewpoints 

Onl y management representatives responded to the present survey. 
It is possible that employees would have an entirely different 
v i ew of in-company industrial relations systems. 

A further survey could be conducted emphasizing the employees ' 
point of view on I.R. systems. Similarly , union members could 
be requested to give a union point of view. 



66 

A comprehens ive v i ew of i n-company I.R. systems consi st i ng of the 
i mpressi ons of management, employees and un i ons would be valuable. 

3. The funct ion ing of an i n-company I.R. system 

The present study deals w i th the pol ic i es, structures and 
processes of I .R .  However i t  does not prov i de much i nfonnati on 
about the actual functi on i ng of the I.R. system. An i n-depth 
analysi s of the function i ng and i mplementati on of I.R. at the 
company level i s  also necessary. Insight i nto the effecti veness 
of I.R. systems as they apply to South Afri ca i s  requ ired. Such 
i nsi ght could provide a bas is  for adaptati ons to the system at 
cr it ical po i nts relevant to this  country and i ts needs. 

4. A nat i onal survey of I.R. systems 

The present survey was l i m ited to the Transvaal. Although i t  
was assumed that the f ind i ngs could be generali sed to the rest 
of the country, thi s  assumpt ion remai ns untested. D ifferences 
i n  ctors such as pol it i cal cl imate, level of economi c  develop­
ment , group consci ousness, worki ng condi t i ons and i ndustri al 
unrest are found i n  d i fferent parts of South Afri ca. These d if­
ferences could detract from general i sat i ons made from the present 
f i nd ings . Future stud ies should sample i ndustr i es throughout 
t he country to develop a nati onal pictu re of I. R. systems in 
South Afr i ca. 

5. Development of tra in i ng progranrnes 

The resul ts of the present survey i nd icate a need for tra in i ng 
wh i ch would i nclude a skills and an att itudinal component. It 
is  proposed that a comprehens ive tra in i ng programme be developed 
wh ich could cater for a w i de range of I.R. related act iv i t i es .  
Such a programme could be adapted for use by the d i fferent sectors 
i nvolved i n  I.R. i n  an organisat i on. 
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The results of the survey indicate that generally speaki ng ,  companies 
in the Transvaal do have i ndustri al relati ons policies and these 
pol ic ies are appli cable to all employees . Although there is much 
room for i mprovement , the I . R .  policy situation is acceptable , taking 
into account the fact that slightly more than one year had passed 
between the legi slative changes ( Industrial Concili ation Amendment 
Act , Act no . 94 of 1979 ) and the conducting of the survey . 

The i mplementat ion of the I .R .  pol icy i s  however less favourable . 
In terms of I . R .  processes , i t  would appear that too much emphasi s  
i s  pl aced on l ine management for making a w i de range of I . R .  decisi ons . 
Not enough respons ib il ity has been given to I .R .  specialists and 
empl oyee representat ives for deci ding upon those areas relevant to 
the ir  respective spheres of interest . 

In terms of I . R . training, results i ndicate that the traini ng efforts 
favour l ine management. Although this find i ng i s  consistent with 
the fact that l ine management makes most of the decisions , the 
si tuat ion as it stands is not likely to be effective . If management 
is  genuine in  thei r attempts to i mprove labour relations then pro­
v i d i ng the framework for an I.R. system i s  not enough . For such a 
system to work, people who can contribute should be i ncluded in the 
relevant dec isi on-making practices . Furthermore , all people involved 
i n  I. R. s hou ld  be tra ined i n  the i r particular sphere of activity. 
This woul d assist them to develop the necessary skills to operate 
effectivel y in the I .R. system of the organ isation . 

It must be accepted that management and employees do have inherent 
confl ict of interests . These confl icts can nei ther be eliminated 
nor i gnored, rather . . . 

1 1 The key to successful industri al relati ons is not the total elimi­
nation of  confl ict ,  w h ich is an unattainable i deal , but the reducti on 
of the area of confl ict to the m in imum and the identification of the 
greatest possi ble area of common purpose" .  

( Owen, 1979, p. 16) 
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I Counci l for Scientific and Industrial Research 

National Institute for Personnel Research 
PO Box 3241 0, Braamfont8'n, 201 7 South Africa • Telex 3-630 SA. Telegrama Navorapers, Tel. (01 1 )  39-4451 

Our ref. Your ref. 

1980-1 1 -03 

Dear S i r/Madam 

NIPR INDUSTRIAL RELAT IONS SURVEY 

Recent devel opments i n  the fi el d of l abour rel ati ons such as the 
Wi ehahn and Riekert Reports , changes i n  l abour l eg i s l ati on and the 
current l abour unrest have emphas i sed the need for effecti ve i ndustr ia l  
rel ati ons ( IR )  systems for a l l compani es operati ng i n  South Africa . 

The area of IR  i s  rel ati vely new to many organi sati ons i n  South Afri ca 
and as such a di fferenti a l  rate of progress i n  th i s  area can be expected 
between compani es . 

The NIPR i s  conducti ng a survey to estab l i sh the l evel of devel opment 
of IR i n  three key sectors of the economy, these bei ng mi ni ng ,  
manufacturi ng and constructi on . The i nformation gathered from th i s  
survey wi l l  hopefu l ly  provi de i ns i ght i nto the deve l opmental needs of 
i ndustry as wel l as where further ass i stance and tra i ni ng i s  requi red .  

I wou l d  be most grateful i f  you woul d  compl ete the attached questi onna i re 
and return i t  i n  the encl osed sel f-addressed envel ope before 28 November 1980 . 

If you have any prob l ems wi th answeri ng the questi onna i re ,  pl ease do not 
hes i tate to �hone me at ( 0 1 1 )  39445 1 ,  Ext . 35 . 

I apprec i ate the time and effort you are a l l ocati ng us i n  parti c i pati ng i n  
th i s  venture . 

Yours fa i thfu l ly 

INDUSTRIAL RELATIONS GROUP 
for D i rector 
NAT I ONAL INST I TUTE FOR PERSONNEL RESEARCH 

SDB/Srt1N 
Please addrna correspondence to the Director, National Institute for Peraonnel Research 
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SURVEY OF  I NDUSTR I AL RE LAT I ONS  

Th i s  su rvey cove rs a numbe r of a reas re l ated to i ndus t r i a l re l a t i ons 

w i th i n  an organ i sa t i on. The a i m  i s  to p rov i de i ns i gh t  i nto the 
cu r rent s ta te of i ndus t r i a l  re l at i ons i n  t he Transvaa l .  

I f  th i s  s t udy f s  to be usefu l i t  i s  i mpo rtant that you answer each 
ques t i on as though t fu l l y  and f rank l y  as poss i b l e .  

P l ease ma rk tha t op t i on wh i ch bes t des c r i bes you r organ i sa t i on wi th 

a c ross ( X ) . I f  more t han  one op t i on of a pa rt i cu l a r ques t i on  i s  

app l i cab l e ,  p l ease c ros s a l l app rop r i a te a l terna t i ves . 

I f  you fee l t ha t  the forma t o f  th i s  ques t i onna i re p revent s  you f rom 
g i v i ng answe rs wh i ch accu ra te l y  re f l ec t  you r wo rk s i tua t i on ,  add i t i ona l 

corm,ents  a re I nv i ted  i n  ques t i on 2 7. 

The i n fo rmat i on gene ra ted by th i s  s u rvey w i l l  be ava i l ab l e  i n  a report , 
p roduced by t he N I PR ,  and ob ta i nab l e  a t  a nomi na l  cha rge . 

I NDUSTR I AL R ELAT I ONS  STUDY GROUP 
N P R 

P O  BOX 324 1 0 

B RAAMFONTE I N  

2 0 1 7 
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SECT I ON 1 .  PART I CULARS OF ESTAIL I SNNENT (Quest i ons 1 - S oPt lon1I ) 

1 .  N- of person who •Y be contacted I n  
connect ion wi th th i s  return 

2 .  Trad i ng  nae 

3 .  Pos ta l address 

, .  S t reet address 

s .  Te l ephone nUlllber 
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Ques t i ons  6 onwa rds a re not opt i ona l , p l ease answe r each ques t i on .  

6 .  P LEAS E I ND I CATE BY MEANS OF A CROSS I NTO WH I CH O F  THE FOLLOW I NG 
D I V I S I ONS OF E CONOM I C  ACT I V I TY THE E STABL I SHMENT FALLS .  

M i n i n  
Manu fac tu r i n  2 

Cons t ruct i on Bu i l d i n  3 

7a .  HOW MANY P EOPLE  ARE I N  YOUR EMPLOY TODAY , I NC LUD I NG PERMANENT , 
TEMPORARY , ANO CONTRACT/M I GRANT EMPLOYEES ?  

b .  HOW MANY CONTRACT/M I GRANT LABOURERS ARE  I N  YOUR EMPLOY TODAY? 

• •  Tot a l  emp l oyed 1 
b .  M I  g ran t t1mp 1 oyee s 2 

8 .  P LEASE I ND I CATE THE NUMBE R  OF WH I TES  AND B LAC KS ( I NC LUD I NG 
C OLOUREDS AND AS I ANS ) EMPLOYED I N  YOUR E STAB L I SHMENT . 

I Wh l tes 
B l acks 

9 .  PL EASE EST I MATE THE P ERCENTAGE OF S K I LL E D  ( I NC LUD I NG MANAGEMENT) , 
S EH i - S K i LL ED  ANO UNSK I LLED P E RSONS EMP LOYED  I N  YOUR E STABL I SHMENT . 
I F  TH I S  I S  NOT CONVEN I ENT , S I MP LY PROV I DE THE NUMBERS O F  P EOPLE 
I NVOLVED . 

Re fe r to the fo l l ow i ng def i n i t i ons : 
Sk i l l ed Work  - requ i res comp rehens i ve know l edge of  work p rocesses , 

i ndependent j udgement .  and of ten cons i derab l e  manua l 
dexte r i ty. An app ren t i cesh i p  of 3 - 5 years i s  
u s ua l l y  req u i red . 

Sem i - sk i l l ed - cha rac te r i sed by cons i de rab l e man i pu l a t i ve ab i l i ty 
b u t  conf i ned  to a def i n i te work rou t i ne .  Usua l l y  
req u i red some form o f  t ra i n i ng wh i ch may l as t  u p  to 
seve ra l  mon ths . 

Uns k i 1 l ed 

Sk i l l ed 

- requ i re s  l i t t l e  or  no t ra i n i ng and usua l l y  i n vo l ved 
heavy phy s i ca l  l abou r .  

1 
Sem i - s k i I l ed  2 

Uns k i l l ed 3 
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1 0 .  THE I N FORMAT I ON SOU GHT I N  TH I S  QUEST I ONNA I RE CONCERNS YOUR 
I MME D I ATE ORGAN I SAT I ON .  P LEAS E  I N D I CATE WHETH E R  YOURS I S  
TH E H EAD OFF I C E ,  OR A SUBS I D I ARY B RANCH , OF YOUR COMPANY. 

Head Off i ce 

Subs i d i a ry 2 

SE CT I ON 2 .  I NDUSTR I AL RELAT I ONS POL I CY 

1 1 .  DO YOU HAVE A FORMAL POL I CY ON I NDUSTR I AL RE LAT I ONS ? 

W r i t ten  1 

Unw r l  t ten  2 

No 3 

1 1 a .  DO YOU HAVE AN ACT I ON P ROCEDURE FOR D EAL I NG W I TH ST R I KES , WORK 
STOPPAGES , ETC.?  

Wr i t ten 1 
Unwr i t te n  2 

No 3 

I f  you have answe red • NO • to 1 1  and 1 1  a then omi t 
Ques t i ons 1 2  and 1 3 .  

1 2. I F  P OS S I B LE , P L EAS E I N CLUDE A COPY  O F  THE S E  POL I C I ES WHEN RETURN I NG 
TH I S  QUE ST I ONNA I RE . 

1 3 . BY WHAT MEANS HAVE THESE P OL I C I E S B E EN  COMMUN I CATE D  TO EMPLOYEES ?  
( CROSS MORE THAN ONE I F  APP L I CAB L E ) 

No t con111un i ca ted to  emp l oyee.s 1 

Wr i t ten document  c i rcu l a te d  2 
B r i e f i nq q ro•Jps 3 
Exp l a i ne d  du r i ng o r i en ta t i on/ i nduct i on 4 
I n fo rma 1 l y  conmun i ca ted 5 
Commun i cated  to rep resentat i ve commi t tee 6 
Commun i ca ted  v i a  i n- house magaz i ne 7 
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• INDUSTRIAL COUNCIL AGREE�WT 

Ths Indus trial Counci l is a voZuntary bo4I ., whi oh must be ?'flgi,surred., 

and whose function is to endsavour by the negotiation of Qf1JW.,.nta ., 

or oths n.,,ise ., to pNV6nt disputes fl'Gffl aN,Bi.ng and to ••ttZ. dlapuue 

that hav. aM.Bsn, and to take such stt1ps aa i t  � thi.nk t1:lf)6dwnt to 

bring about th• 't'e(!U lati.on and eet t 'ulment of mat ts1'8 of mutua l  intel'es t 

to emp 'Laye 1'8 and emp loyees . 

An Intitstria l Counl?i l can be formed by a Ngi,ats'l'ed tmde union ( or 

group of tl'ade unions) toget>i.r ,.,.,; th any �r of smp loysffl ol' BW() U1f1B1' 

associatic,,,s . 

• WAGE DETERMINATION 

A wage-ztagu Z.ati.ng measu?'B in urms of a dsumnation mads imder the 

WQ(J'J Aot or B Z.aok Labou?' Re tations Regu 1,a.ti.011 Aot . 

* REGISTERED AND UNREGISTERED UNIONS 

A Registe1ttad t?'ads union is inaludad in ths Indus t:ria1, Registmr 's Zis t  

of regi,s te?Wd tz-ads uni ons . A Non-Registsl'Sd tmde union is not . 
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l � .  ARE YOU COVE RE 0 B Y : 

-· -I An I ndus t r i a l  Counc  i l ag reemen t * ·--
Wage De t e rm i n a t i on * 
Ne i the r 

Don ' t  know 

1 5 . DO YOU HAVE A FO RMAL AGR E EMENT W I  TH : . 

Yes 

/ A Re g i s te red An Un reg i s te red  
U n  i on * Un i on * 

Wh i te --··--
B l ack  

Co  1 ou r:�.2.+ 
M i xe d  ... ----L.. 

No 

A Un i on tha t has 
fo r Reg i s t rat  i on 

1 6 . DO YOU HAVt AN I N TE RNAL EMP LOY E E  RE P RE S E NTAT I VE COMM I TTEE ?  

._._
wo

-
r k
_

s
_

c
_

o

_
�_i._

t
_
t
_ee·---�- -------·ITT-:1--. � 

L i a i son comm i t �ee � 
O t he r ( s pe c i fy ) : 

app 1 i e d  

1 7 .  I N  DEVE LOP I N G AN I N DUST R I AL RE LAT I ONS  POL I CY AN O PROCEDURE S , WH I CH 
ORGAN I SAT I ON S  HAVE YOU RE C E I VE D  AS S I STANCE FROM? 

* 

1 ------------ ------------------------- -

I 

I 
I 

i-

i ns t i t u te fo r I n dus t r i a l  Rt! l a t i on s ( J hb )  

I n s t i t u te o f  L a bou r Re 1 a t  i ons ( Un i s a ,  P retor i a ) 

Un i ve rs i t y t s pe c i fy ) : 

E rrp 1 otee 

Erne l o�e r 

O rgan i s a t i on 

O r�n i s a t l on 

( s pe c i fy ) : 

( S pe c i fy ) : 

O t he r compan i r <:. ( s pe c i fy ) : --
Cons u l tan t s  ( s p �! C i  f y ) ; 

O the r ( s pec i fy )  : 

For defini t-ions tree p .  ,� 

1 
2 

3 
4 
5 

7 

--

' 
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* REDUNDANCY 
Reduction in the labour forae of an enterpri.se , ccmpany, faoto'l'I/, or office 
CAJi,ng to a c losutte , techni ca l change , 11e-organi.sat·lon, 01' a al.nrlnution in 
e ooncmic acti vi ty .  

* CODES OF EMPLOYMENT PRACTICE 
Codas that have been drawn up by var>ious indi vidua l-8  ort groups (e . g. Su l 'livan, 
EEC, SACCOLA/URBAN FOUNDATION) . These codes lay do.1n 81'1) l.oiJ111f1111; stan� 
accor'ding to which ccmpanies systematiaal 7,y try to pl90vide fair- and equal, 
opportuni ty aonsiatsnt Ly throughout the Ol'(Janiaation for dtl emp Zoyet1s . 

* CORPORATE SOCIAL RESPONSIBILITY ( INTERNAL AND EXTERNAL) 
Thie refers to the cc.mpany 's conae m  fo11 soaial  priori ties, inasmuch as 
business firms are expected to se 11ve a wide11 range of human va Z.ues and to 
contribute more to the qua li ty of Ufe than on ly provi.dino goods, servi aes and 
el'J'J) toyment .  Intsrna l corporate responsibi Zi ty 't'Bfe re  to the ccmpa:ny 's aonoem 
for the genera l  we i i-being of i ts am s taff, whi lst erlerna l aozporate responsi­
bi 'lity refe"l'B to the company 's dsbt to, and aonaem for, the envi.ronment at 
Large . 

* BLACK ADVANCEMENT 
Efforets being made towaxad the deve lopment and training of B iack workers in 
particu lar, in terms of the codes of emp loymen t  preaatice .  This entai t..s ensuring 
that B lacks are provi ded wi th the opportunities canmensurate lvi th their potential,  
and that lega l and other res train ts  are removed. 

* GRIEVANCE PROCEDURES 
A forma l sys tem for handling an emp loyee 'a e�presa·i on  to managemen t  of diaaontent 
or a be Lie f  that an injusti ce has been suffered in a job-ree lated matter. This 
represents the proaedure to be fo l 'lowed by the pereon t.>i th the comp laint , as 11Je t i  
as the manner in whi ch vari ous re levant parties (e . g .  tJozak.er Npresentative; 
supertl'isorJ are e:cpected to respond. 

* DISCIPLINARY PROCEDURES 
A procedu!"e es tab lished for dea ling wi th instances in whi ch emp loyees are aitege d  
to have been  invo lve d in unaccep tab le behavi our, by pr-escribing d:i,saip linaey 
action to be taken when -pequi re d. 

* DOWNWARD COMMUNICATION SYSTEMS 
This is the imparting of z:nforrmation wi thin an organisation from the top d�ards . 
Such sys tems moa t often se rve two pu?f)oses : ( 1 )  informing emp loyees of their job 
responsibi Zi t-ies and of thc i ri  imporatanae l.Ji thin the orr7anisati on and (2) en listing 
the under,standing and suppor,t of emp Zoyees about management objectives . The 
aatua l Zink in this chain of dOu»'l.Warad communication is the re l,ationship between 
superrt>i.sor and subordinate who in tum infoms his/Mr subordinate and so on .  One 
exanp te of downward ccmmuni cation wou id be bri.efing, another e�anp Ze wou ld be the 
use of a bu l le tin/no ti ae boar,d. 

* EMPLOYEE REPRESENTATIVE COMMITTEES 

A body of peop Ze who a� cJhosen from l»i thin an organisati on to make representations 
to management on beha lf of the wor>kel'B, over and above their regu tar day-to-day 
job . Forma l mee tings are he ld by management and worker representatives , eithe r  
joint ly o r  separate ly ,  who ge t togethe r an d  at temp t to solve work-r-e lated issues . 

* LABOUR/MANAGEMENT CONFLICT 

A labour/management conflict originates out of a confli ct of interest between thest1 
wo gr,uu.ps . If thiR �unrzo t be reao lved by the negoti ati on proaesa ,  a s trike or 
lock- 0u t mc.y r¥1.cm l t .  
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1 8 .  DO YOU HAVE A FORMAL POL I CY ON I TEMS 1 - 20  BELOW? I F  SO , PLEASE 
t ND I CATE WHETH E R  TH I S  POL I CY APP L I E S TO WH I TE Et1PLOYEES ONLY , B LA.C K 
EMPLOYE E S  ONLY , OR BOTH. ( I F  YOU DO NOT HAVE SUCH A POL I CY ,  PLEASE 
LEAVE BLAN K) . 

Func t i on 

1 .  Rec ru i tment  

2 .  Se l ec t i on 

3 .  I nduc t i on 

4. Tra i n i ng a nd  Deve lopmen t  

5 .  Job Eva l ua t i on 

6 . Sa J a ry Sca l e s 

7 . F r i n ge Bene f i ts 

8. Emp l oyee P romot i ons  

9. I ndus t r i a l  Sa fe ty 
1 0 .  Redundancy * 

1 1 . Codes of  Emp l oymen t  P ract i ce * 
1 2  Co rpo ra te  Soc i a l  Respons i b i l i ty 

1 3 .  Coreora t� Soc i a  1 Respons i b i l i ty 

1 4 .  B l a ck Advan cement * 

1 5 .  G r i evance P roce du res * 

1 6 .  D i  s c i  p 1 i na ry P rocedu res * 

1 7 .  Downwa rd  Commun i ca t i on Sys tems * 

1 8 .  Emp l oyee Rep re se n ta t i on :  Un i on s  -·-··-
1 9 . Emp l oyee Rep resen t a t i on :  Emp l oyee 

�re�_t2..0. ve Comm i t tee * 
* Labou r/Managemen t  Con f l i c t *  

* For defin.i tiona see p .  7 

WH I TES  BLACKS 

, 2 
1 2 

1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 
1 2 

1 2 
Ext 1 1 2 
I nt !  1 2 

1 2 

1 2 
1 2 

1 2 
2 

1 

1 2 
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Funct i on  . -�-�-- �, nd�-;-t r i  a lf Pe rsonne 1 

Re l a t i ons , Dept 
�-·-- ---· -· ------· -- _ --�---- ----- - Spe_c i�a 1 i s �- ---- ,�-�--

L i ne -- �1
1
· Un i ons 

Manage rs 

----·--------+ .. ·-·-· 
Membe rs o f  
a n  Emp l oyee 
Re.E_: COOln . __ _ 

RE CRU I THEN l 
De c i de 
Adv i se 

SE LE CT I ON 
De c i de 
Ad•, i  se 

I NDUCT I ON 
Oec i  de 
Adv i se 

TRA I N I NG AND DEVE LOPMENT 
Dec i de 
Adv i se 

J OB EVALUAT I ON 
Dec i de 
Adv i se 

SALARY S CALE S  
Dec i de  
Adv i se 

FR I NGE BENE F I TS 
Dec i de 
Adv i se 

EMPLOYEE  PROMOT I ON  
Deci de 
Adv i se 

I NDUSTR I AL SAFETY 
De c i de 
Advi se 

REDUNDANCY 
De c i de 

Adv i se 

---- 2 · i I � · --t-- -i-· -� --- --- ,6 - - ---1 
--- -�-- - --i - -- ------ - ----t 

- -
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_____ ...._ ___ 

1 - -
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1 
2 

1 
2 

1 
2 

1 
2 

1 

I 2 
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5 

I 
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3 5 
4 & 

3 5 .. f> 

3 5 
4 6 

3 5 
4 6 

3 5 
4 I 6 
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7 
B 1 0  

7 9 
8 1 0  

1 9 
ts 1 0  

7 9 
ts 1 0  

7 9 
ts 1 0  

7 9 
8 1 0  

--
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. CODE S  
De c  

Adv 

CORPO 

Dec 

Adv  

CORPO 
Dec 
Adv 

B LACK 
De 
Ad 

GR I EV 
De 
Ad 

D I SC 
De 
Ad 

DOWN 
De 

Ad 

EHPL  
De 
Ad 

EMP LO 

De 
Ad 

LABO 
De 
Ad 

- - --------------· 

Fun c t i on 

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

O F  E M P L OYMENT  P RACT I C E 

i de  
i s e 

rv\TE SOC I AL RESPONS I B t L I TY - E XTE RNAL 
i de 
i se 

RATE SOC I AL RESPONS I B i L I TY - I NT E RNAL 
i de 
i se 

ADVANCEMENT 
i de 
i se 

ANCE PROCE DURES  
i de 
i se 
P L I NARY PROCE DURES 
i de 
i se 

1ARO COMMUN I CAT I ONS SYSTEMS 
i de 

, j  se 

Y E E  R E PRES ENTAT I ON :  UN I ONS  
i de 

, j  se 

Y E E  REPRES ENTAT I ON :  EMPLOYEE  R E P . 
COMM I TTEES  

: i de 
, i  se 

I R/HANAGEHENT CONFL I CT 
: i  de 
, i  se 

I ndus t r i a l  Pe rsonne 1 
� i a t i  ons De p t  
Spec i a l i s t 

-1 3 
2 4 

1 3 -
2 4 

1 3 
2 4 

1 3 
2 4 

1 3 
2 4 

1 3 
2 4 

1 3 
2 4 

1 3 
z 4 

1 3 
2 .. 
1 3 
2 4 

L i ne Un i ons  
Han age rs 

-

5 7 
6 8 

5 7 
6 8 

5 7 
6 8 

5 7 
& ts 

5 7 
& lS 

5 7 
6 8 

5 7 
6 8 

5 7 
f> 8 

5 7 
6 6 

5 7 
6 8 

Henbe ,�s of 
Emp 1 oyees  Rer 
Co111n i t t  ee 

9 
1 0  

9 
1 0  

9 
1 0  

9 , o-·-·-

1 0  

9 
1 0  .. 

9 
1 0  

9 
1 0  

9 
1 0  

9 
1 0  

I 

I 
I 

co 
0 
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S E C T I ON 3 .  G ENE RAL I N DUSTR I AL RELAT I ON S  FUN C T I ONS I N  YOUR ORGAN I SAT I ON .  

20 . I S  A MEMBE R  OF  TH E BOARD O F  D I RE CTORS D I REC TLY 
RESPONS I B LE FOR I NDUSTR I AL RELAT I ONS FUNCT I ONS ? 

2 1 . I S  THE PERSON D I RE CTLY RE SPONS I B L E  FOR I NDUSTR I AL 
RE LAT I ONS  FUNCT I ONS A MEMBER  OF  S EN I OR MANAGEMENT ? 

22a . DO YOU HAVE EMP LOYEES WHO ARE S P EC I F I CALLY 
RESPONS I BLE  FOR I NDUSTR I AL R E LAT I ONS ? 

22b . I F 'Y E S' ,  HOW MANY O F  THE S E EMP LOY E E S  ARE EMPLOYE D  
I N  I N DUSTR I AL RE LAT I ONS : 

Fu l l  

Pa r t  

22c . TO  WHOM D O  THE S E  I N DUST R I A L  RE LAT I ONS EMP LOYEE S  
REPORT? P LEAS E S TATE SUPERV I SOR ' S  JOB T I TLE.  

2 3a .  I S  YOUR  I N DUSTR I A i R F. L AT I ONS FUN CT I ON :  

-
A sepa rate depa r tment  1 

Pa r t  o f  the Pe rsonne l depar tment 2 

Ot he r  ( s pe c i fy )  3 

23b. I F  S E PARATE , I N  WHAT YEAR WAS TH I S  DEPARTMENT 
I NAUGURATE D ?  

T i me  
T i me 

1 I 
2 
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* INDUSTRIAL RELATIONS STRUCTURES 

Indus trial Re Zations s truatu"Pes ai-e those s tructures designed to regu "late 
re Z.ationships be tween workers and management in a manner aoceptab 7,e to 
both partiee . Examp les of indus t:rriaZ :r-e l.ations structures include corrrni ttees , 
camrunication procedures , grievance proae dures , dis cip linary procedui-es and 
l'tll,Jam systems , etc.  

* INDUSTR1AL RELATIONS STRATEGIES 

Industri a l  Rs "lations s trategies are the dsaision-tltaking pttoceBB68 i.nvo lved in 
ahoosing appropri ate app1'oaahee aJJ tJe Z l  as all. ocating resouroes to d8al wi th 
Indus tria l  Re lat; ,>,ns issues . A typi cal  deaisicm cou ld invo lve de<:!'id:ing on 
the "leve i of ao Uective bargaining desired, e . g . nationa l, industry-wide or 
ccmrpany baaed. 

* INDUSTRIAL RELATIONS ON THE SHOP FLOOR 

Ths praati ce of In.due t-rial. Re lati ons proaedu!'es at that leve Z. of the aompany 's 
operation tha"t invo lves fi rs t- line. supervisors ., fopemen., worker representatives 
and shop a teiJards . 

* EQUAL EMPLUYM6'N'l' OPPORTUNITY STRATEGIES 

Equa l emp loyment opportuni ty s trategies represent te chniques and systems for 
aahievin.g fair and equal  oppo-Ptuni ty for a H  rrrin.ortity groups emp loyed by an 
organisaticm . 



SE CT I ON 4 .  TRA I N I NG 

24 . On the fo l l owi ng  tab le  appea rs a l i s t of  a reas i n  wh i ch I ndus t r i a l Re l a t i on s  t ra i n i ng can be prov i ded . P lease 
i nd i cate what t ra i n i ng you fee l i s  requ i re d  and wha t has a l ready been rece i ve d  by ( a) I ndus t r i a l  Re l a t i on s  
s pe c i a l i s t s ,  ( b )  Non - spec i a l i s t s , s uc h  a s  l i ne manage rs , and ( c )  emp l oyee  represen ta t i ves 

- - ·---
(a ) ( b )  ( c )  

A rea  of  T ra i n i ng I R  Spec i a l i s t s  (e g I R  of f i ce rs )  Non Spe c i a l i s t 5 {Kanagemen t )  Emp l oyee Rep re s t! :i ta t i  ves 

,_ -------- -
I R  S t ra te g i es * 

------.... ----·-
I R  S t ruc t u re s  * 

-
I R  Leg i s l a t i on 

IAT ready Re ce i ve 1" e d to At te r, .:; \Alr'e"a Q
y 

Re ·;-,! ved !lleed  to At te i, d . A l  ready Re ce ;  vi<rpie e d to At tenlf 

� - 1 ----, 

--- 2 -

_!_ - 3 
_
' -

. 4 
-- ----r ___ � ______ · _ 6 

1 2 3 4 5 6 -- ... __ ----- --------·--·-
1 2 3 4 5 6 

- ---·- -... ..... 

I R  on the Shop f l oo r  • 1  1 2 'l i. 5 6 
A�-"' -

Emp l oyee Rep resen ta t i ve 1 2 3 4 5 
-· 

Commun i cat i ons  1 2 3 4 5 6 
-

EEO St rateg i es * 1 2 3 .. 5 6 

Co l l ect i ve Ba rga i n i ng 1 2 3 4 5 6 

Negot i at i on Sk i l l s 1 2 3 4 5 6 

No T ra i n i ng 1 2 3 4 5 6 

Othe r (Spe c i fy ) : 
- - - --- - -- - - - - --- ----- · 1 2 3 4 5 6 

* For definitions see p . 1 2  

c� w 
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25 . WHO SHOU L D  P ROV I DE I N DUSTR I AL RE LAT I ONS TRA I N I NG FOR I R  SPE C I AL I STS , 
NON- S P E C I AL I S TS  AN D EMP LOYEE REPRES ENTAT I VES 

·-
.,J 
II) ..., ·- ·- Q) C - Q) Q) 
C'O >, IA ·- ·- 0 Q) u I u - '-

C CS> C. Q. 
a:: 0. 0 0. � �  -, v, z v,  ,. 

l n'd us t r i a l  Re I a t  i on s  Depa r tmen t 1 2 3 

Personne 1 Depa r tmen t 1 2 3 

T ra i n i n g Depa r tme n t  1 2 3 

J o i n t  emp l oye r/emp l oyee o rgan i s a t i on 1 2 3 

Emp 1 oye r O rgan i s at i on 1 2 3 

T ra de Un i on 1 2 3 

O u t s i de Cons u l t an t s 1 2 3 

Gove rnme n t  Agen c i e s  I 2 3 

Un I ve rs i t  i es  l 2 3 

O t he r ( s pe c i f y )  1 2 3 

26 . P LEAS E  DE S C R I B E  AN Y P LAN S YOU HAVE FO R THE DEVE LOPMENT AND/OR 
E XPANS I ON O F  AN I N DUS TR I AL RE LAT I ONS FUNCT I ON I N  YOUR ORGAN I SAT I ON .  

I 
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SECT I ON S. THE QUEST I ONNA I RE 

2 7 .  ADD I T I ONAL COMMENTS OR QUEST I ONS . 

AS MENT I ONE D I N  THE COVE R I N G  LETTER ,  TH I S  QUEST I ON PROV I DES YOU 
W I TH AN OPPORTUN I TY TO CLAR I FY ANY I SSUES TO WH I CH YOU FEE L  YOU 
WERE UNABLE TO 00 JUST I CE I N  THE COURSE Of' TH£ QUEST I ONNA I RE . 
P LEASE I N D I CATE TO WH I CH I TEM NUMBERS YOUR COMMENTS ARE RELATED . 

28.  D I D YOU EXPE R I ENCE ANY D ! FF I CULTY I N  COMPLET I NG THE QUEST I ONNA I RE ?  

� 
J No I 2 f 

P LEASE  G I VE DETA I LS :  
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29. P LEASE  WOULD YOU P ROV I DE AHY OTHER COMMENTS WH l CH YOU FEE L  
ARE APPROPR I ATE . 



A P P E N D I X B 

TABULATED RESULTS OF I R  POL I CY FOR THE 
SECTOR , S I ZE AND P ERCENTAGE BLACK EMPLOYEE 
BREAKDOWNS. 

( A l l f i gu res i n  t h i s  and  s ub sequen t 
append i ces a re exp res sed a s  pe rcen tages . )  





TAB L E  B .  1 The  ex i s tence of  a n  I R  po l i cy 

The ex i s tence o f  an  I R  po l i cy 
i n  t he o rgan i s at i on : 

W r i t t en 
Unwr i t ten 
None 

* P < , 0 5 1 

** p < , 0 1  

M i n i ng 

69 
2 1  
1 0  

S E CTOR 
Man u fac- Con - Unde r 
tu re s t ruct i on 1 0 0 ')  

4 1  48 45  
39 23  27  
2 0  2 9  28  

TABL E  B . 2 The ex i s tence of  a n  act i on p l a n fo r dea l i ng w i th wo rk  s toppages , etc . 

The ex i s tence of  a p l a n fo r dea l i n g 
w i th work  s toppages , etc . 

W r i t ten 
Unwr i t ten 
None 

* p < , 05 1 
** p < , 0 1  

M i n i ng 

69 
2 1  
1 0  

S E CTOR 
Man u fac- Con- Unde r 
tu re s t  r uc t i on 1 0 0 0  

42  42  37  
37  2 6  38 
2 1  3 2  2 5 

S I ZE % B LAC K EMPLOYE E S  
Ove r 80%- 80%+ 1 0 0 0  

55 37 6 1  ** 
3 3  4 1  2 4  * 
1 2 *  22 1 5  

S I ZE % BLAC K EMPLOYE ES 
Ove r 80%- 80%+ 1 0 0 0  

58 ** 4 3  54 
2 5  * 32  29  
1 7 25 1 7  

1 A 1 1 s i gn i f i cance l eve l s appea r i ng i n  Append i ce s  B ,  C and  D refe r to t he deg ree o f  d i f fe rence between  g roups fo r 
the  s i ze and  t he % B l ack  emp l oyee b reakdowns on l y .  For examp l e , i n  Tab l e  B . 1 i n  t he s i ze b reakdown ' 1 2* '  
mean s  t ha t  there i s  a s i gn i f i ca n t  d i f fe rence between the sma l l e r and t he l a rge r compan i es w i t h  rega rd  to absence 
o f  any forma l I R  pol i cy .  I t  i s  noted tha t no s i gn i f i cance l eve l s a re g i ven  for the Sec tor b reakdown .· Because  
the t h ree s ubd i v i s i ons ' b reakdowns we re done  on t he bas i s  of  m i n i ng v s  ' the res t ' ,  manufac t u re v s  ' the res t ' 
and  con�t r uc t i_?n vs  ' the res t ' ,  1 i t t l e  mean i ng fu l i n forma t i on cou l d  be ga the red f rom ca l cu l a t i ng the  s ta t i s t i ca l  
d i f fe rences between g roups . 

co 
-....J 



TAB L E  B . 3  The means  o f  commun i ca t i ng po l i c i es to emp l oyees 
( Mo re than one res ponse  may be app l i ca b l e ) 

MEANS O F  COMMUN I CAT I ON M i n i ng 

Not  commun i ca ted to emp l oyees 1 0  
W r i t ten docume n t  c i r c u l a t ed 3 5  
B r i e f i ng g ro u ps 48  
Exp l a i ned d u r i n g o r i en ta t i on/ i n duc t i on 6 1  
I n fo rma l l y  commu n i ca t ed 26 
Commu n i ca ted to  rep resen t a t i ve comm i t tee 6 1  
Commu n i ca t ed v i a  i n- hou se  magaz i ne 1 2  

* p < , 0 5  

S E CTOR 
Man u fac- Con-
t u re s t ruc t i on 

1 0 1 3  
32  29  
2 7 3 5  
4 4  2 6  
2 4  1 3  
63  42  
1 1  7 

TABL E  B . 4  The pe rcent a ge o f  o rgan i sa t i ons  cove red by i ndus t ry-bas ed ag reemen t s  
(A company can  be cove red by  more t ha n  o ne  t ype  o f  ag reemen t )  

S ECTOR 

M i n i ng Man u fac- Con-
t u re s t  ruc t i on 

I nd u s t r i a l  Counc i l  ag reemen t 22 64  42 
Wage de te rm i na t i on 32  45  6 1  
Ne i t he r  44 7 7 
Uns u re 2 0 3 

*** p < , 0 0 1 

S I Z E 
Under  Ove r 
1 O O Q  1 0 0 0  

1 2  9 
28  36  
26  39  
38  5 1  
20  25  
55  6 1  
1 0  1 1  

S I ZE 
Unde r Ove r 
1 0 0 0  1 0 0 0  

47 48 
47 42 
1 1  1 9  
3 0 

% B LAC K EMP LOY E ES 

8 fJ?(- 80%+ 

1 0  1 0  
27 37  
23  4 1  * 
40  49 
32  1 7  * 
60 57 
1 6  7 

% BLACK E�PLOYEES  

80%- 80%+ 

68 32*** 
42 45 
1 1  1 9  

0 2 

co 
00 



TAB L E  B . 5 T he pe rcen tage of  o rga n i s a t i ons  hav i ng fo rma l ag reemen t s  w i th  u n i on s  

S ECTOR 

TYP E  OF  UN I ON M i n i ng Man u fac- Con-
t u re s t r uc t i on 

Reg i s te red Un i on :  Wh i t e 67 42 2 7 
B l ack  2 1 0 3 
Co l ou red 2 1 3  7 
M i xed 8 7 3 

U n reg i s t e red  Un i on :  Wh i te 2 0 fJ 
B l ack  2 3 0 
Co l ou red  2 0 0 

M i xed 2 0 0 
U n i on s  tha t have app l i ed Wh i te 2 0 0 

fo r reg i s t ra t i on :  B l ack  4 7 0 

Co l ou red 2 1 0 
M i xed 2 1 0 

** p < , 0 1  

TAB L E  B . 6  E x i s tence of  an  i n te rna l emp l oyee represen ta t i ve convn i t tee 
( Mo re t ha n  one response o r  no respon se  a l so may be repo rted) 

SECTOR 
TYP E  OF COMM I TTEE  M i n i ng Man u fac- Con-

t u re s t ruct i on 

Wo rks  coITTTI i t tee 23  29 27 
L i a i son  comm i t tee 61 .. 76 57 
O t h e r  1 5  1 1  1 0  

* P < , 0 5 

S I Z E 
Unde r Ove r 
1 0 0 0  1 0 0 0  

3 3  5 5  * *  
7 7 

1 3  6 
4 7 
1 0 
1 3 
1 0 
1 0 

1 0 
6 6 
1 1 
3 0 

S I Z E 
U nde r Ove r 
1 0 0 0  1 0 0 0  

2 5  27 
65 72 
8 1 6  

% BLACK EMPLOYE E S  

80%- 80%+ 

44 47 
1 1  4 
8 9 
7 6 
0 1 
3 2 
0 1 
0 1 
0 1 
5 6 
0 2 
1 1 

% BLACK EMPLOYEES  

80%- 80%+ 

24 28 
77 63 * 
1 3  1 3  

co 
\..0 



TAB L E  B . 7  The pe rcenta ge c f  o r g a n i s � t i on s  w i th fo rma l po l i cy i n  2 0  I R- re l a ted  a reas 
and  t he a pp l i cz b i l i t y o� po l i cy to d i f fe ren t race g roup s  

S E CTOR I 
� f1 i n  i ng i�an u fac-

I 
I 

I 
1 .  

2 .  

3 .  
4 .  

5 . 
6 .  

7 . 

8 . 

9 . 

1 0 . 

1 1 .  

1 2 .  -· 
1 3 . 

I 1 4 .  
I 

t±t . 
P, 7 ·  r-1-?. 
: 1 9 . 

1 20 . 

FUNCT I ON 

Rec r u i tmen t 

Se l e c t i on 

I nd uc t i on 

T ra : n i ng �r.d Deve l opme n t  

-.lob E val ua t i or. 

S a l a r y  Sca l e s 

F r i nge Bene f i t s 

Emp l oyee P romo t i ons 

I nd u s t r i a l  Sa f e ty 

Redundancy 

Codes of Empl oyme n t  Prac t i ce 

Coreora te  Soc i a l  Res pons i b i l i ty - Ext e rna l 

Co rpo ra te Soc i a l  Res pons i b i l i ty - l n te rncll 

Black Advancemen t 

G r i cva �cc P rocedu r e s  

D i sc i el i na ry P rocedu res 

D0t.-1m-1a rd Comriu n i ca t i on S)'.:s t err.s  

Empl oyee Rep re sen ta t i o� s : Un i ons 

Empl ovee Rep res en t a t i on s : Empl oyee Represen t a tive Comm i t tee 

Labo� r/Ma n� gerae n t  Con fl ic t 

* p < , 0 5  
** p < , 0 i 

*** P < , 0 Ci 1  

, �  
.::{ 

-.s I �  tJ 
('J 

2 1 � co 
j 

o 1 a 74 ! 1 6  

4 1 0  68 1 8  

2 1 6  68  1 4 

0 1 0  76 J !1 

0 2 84 1 4 
I 

OJ 6 8F, 8 

11 6 88 2 

6 l C  66 1 8  

0 4 78 1 8  
1 0  2 48 1. 0 

0 0 66 34 

0 0 4 4 56 

4 4 51.i 38  

0 36 34 3 0  

I 2 2 0  70 8 

0 2 0  ]lt 6 
0 8 7 0 I 22  

26  2 38  34  
I 

· 2 1 3 4 
' 46 1 8  

1 0  6 52 32  

t u re 
L. 
Q) 

CJ .::{ .c 
+J u ..c ...., 

('J +J ·-
.c 0 <l) 
::;-: CD :::0 z 

1 2 69 28 

1 4 69  26  
' 

I 8 63  28  

1 7 70 22 

4 2 7 2 22  

2 3 7 7 1 8  

3 2 86 9 

0 2 66 32  

0 3 76 2 1  

0 1 5 1 4 8  

1 4 53  42 

1 3 3 7  59 

0 5 46 4 9 

1 4 1  2 3  3 5 

0 9 76 1 5  

0 6 76 1 8  

0 3 6 1  3 6 

1 8  3 34 45 

2 3 1 5 3 1 4  

0 3 3 1  66 

Con-
st  ruc t i on 

I "  (!) 
Cl) .Y. .r: 
.µ u :S -� ·- rt' ..c � ' � 3 a) 

0 1 3 4 4  4 3  
0 1 7 4 3 4 0  

3 2 0  f1 Q 3 7  
0 7 63 3 0 

0 3 3 4 6 3 

7 3 5 'J 4 0  

7 0 63  31)  
3 0 5 0  4 7 

3 7 5 0  4 0  

0 7 26  67  

0 0 3 3  67 

0 3 1 7  8 0  

0 0 3 3  67 

0 3 0  1 3  5 7 

0 1 3 4 0  4 7  

0 1 0  l1 Q 50  

0 1 0  2 7 63  

3 0 1 4  • 83 

0 4 0  2 7  3 3  

3 1 0  7 80  

S I Z E 

Und e r  Ove r 
1 0 0 0  1 0 0 0  

L. 

I.. 
Cl) <1) 

C) ..::t. ..c + ..c 
.µ tJ .c. µ +J (.) .c. .µ 

co +J · ·- r, .... .c. 0 (1) .c. 1 - 0 !!) 
3 a) en z 3 CD co z 

0 8 58 34  1 5 73 2 1  

0 7 5 8 3 5 3 7 7 0  2 0  

1 1 0  5 0  3 9  2 1 1  7 0  1 7  

0 8 6 1  3 d  1 6 77  1 6  
,**� 

3 0 55  42  2 It 78 1 6  

3 4 69 2 1d 2 3 79  1 6  
7 3 75  1 5  2 2 89 7 
3 4 58 3 5  2 3 68 27  

2 4 65 29 0 2 78 20 

0 3 44  53  5 l 48 46  

0 1 46  5 3 1 3 57  39  

1 1 3 5  6 3  0 2 36 62 

1 3 4 5  5 1  1 5 4 7  4 7  

O 3 3  2 5  42  1 4 0  2 6  3 3  
** 

0 1 4  5 7  29  1 1 0 7 7  1 2  

0 8 63 2 9  0 1 1  7 5  1 4  

0 5 5 3 42 0 4 61.i 32 

1 4  3 1 2  7 1  2 1  
�*il 

2 44 ' 3 3 ** 
1 32 36  · 3 1 2 3 1 56 1 1  

0 · 4 ** 
22 74 5 4 40  5 1 

% B LAC K Et1PLOY E E S  

C) 
µ 

..c ::x 
1 

1 

1 

1 

3 
1 

It 

0 

0 

0 

0 

1 

0 

80%-

.:.1'. 
tJ 
co 
co 

I 

L. (l) ..c (l) .c. µ .... 

o 1 ·� I :c co z i ::;-: 

80Z+ 

..::t. 
u ..c 
("J ...., - 0 

:::0 en 

1 7 1 1 2 7  0 1 0  65  

4 72 

8 64 

3 77 

n I 2 
1 

9 

2 7  l 2 1 3  
1 9  r o 1 0  

6 1  

6 0  

66  

1 79 1 7 2 3 6:! 

1 80 i S  3 5 72 

1 8 3 1 2  4 3 8 3  
0 72 28  4 6 58 

1 80  19  1 4 68 

..... ·-
z 

2 5  

2 8  I 

25 

24 

3 3  

2 0  

1 0 

32  
2 7 

1 56 4 3  5 2 4 0 1 5 3 

4 56 4 0  1 1 50  48  

3 40  56 I O t 1 3 " ! , 7 - 0 ,  

3 48  4 9 ' 2 5 44  49 

1 4 1  26 32 0 3'-t 26 40 

0 5 75  

0 l 76 

a 1 6 1  

2 0  1 3 6  

3 29  5 5  

1 1 3 5  

2 0  1 

2 3 1 0 

38  0 

4 3 1 1 7 

1 6  65 1 8  

1 6 , 66 if 
7 l 5g  35  

3 ( 2 i  5 3  
1 3 1 3 3 ( 4 3 2 3  

63 1 4 6 i 3 i I SS l 

I n  the case  of Tdb l e  B . 7 the  as t e risks  denote s i gnif i can t  dif ference between the  dis tr i bu tion s , i . e .  ' Wh i te ,  Bl ack , Bo t h ,  Ne i the r '  and r.ot 
be tween i �d l v i d ua l sco res . 

c..o 
0 



A P P E N D I X C 

TABULATED RESULTS OF I R  PROC ESS ES FOR 
THE S ECTOR , S I Z E AND P ERCENTAGE  BLACK 
EMPLOYEE BREAKDOWNS 

(A l l f i gu res  a re exp res sed as  pe rcentages . )  





TABLE  C .  1 C ec ; ::, i o:i - ma ;.. i ng anci  adv i so ry ro l e s  i n  l n c ..; s c r i a 1  Re l a t i on s  p roce d u r e s  fo r t he 
s ec tor , s i ze and  pe r.:en ta'.)c  B 1 c1c � . l!mp 1 oy�e b r ea kdowns  

! GR l C:1JANC E 
?8.0 C EDURE  

I ) i S C ! P L  I NA!{Y l DO\.JN\.J.A.RD 
PRJ C E D U P. E  I COMMUN I CAT I ON 

UN I ONS COMM I TT E ES CONFL I C T 

f S E CTO R 
. D cc i (: e  I ;\dv ; :; e ;)ec i di.:! j /\dv i s e Dec i d e I Adv i s e Dec i de 

L i ne._/.A_-a,.,-,a-g-c--ne_n_t __ ....,,� 7 1 1 3 3 7 3 I 3 1 6 1  29 3 1  1 2  5 5  20 63 3 5 

1 
Ad v i se Dec i de Adv i se Dec i de Adv i se 

I M i n i ng 
P c rsonne;  i Depa r tment  I 39 . 5 3  

1 
3 7 5 1  2 8  5 3  1 4  3 3  26 45  2 6  54 

I R  Depa r t r,en t  , 1 6  
I 

2 0  
I 

1 6  1 2 0  1 0  1 0  4 1 4  1 0  2 4  1 2  24 
Comm i t tees I 4 2 6  4 26 !.i 29 4 6 1 6  28 1 2  29 
Un i e n s  E, , 1 2  6 1 6  2 6 2 2  1 8  '1 4 1 4  2 '1  

I Man u f ac t u re L i r:e t'1c: �· agemc n t  I 49 . 3 3  l 6 0  2 8  5 3  2 5  2 5  1 3  42  2 2  4 6  2 5  
?e r sc :: n f: 1  Oepa r tmen t  I L, 6 J.; 7  

I 
4 1  5 1  3 0  44  1 6  2 6  34  4 0  2 8  4 5  

Cons t ruc t i on 

I R  De�c.1 , trr.en t  I 1 2 1 7  1 1  1 8  5 1 4  9 1 6  1 0  2 0  1 0  2 1  
Corrm i t tees 

1 
8 4 5 9 3 5 5 30 5 1 8  3 0  3 6  6 37 

Un : ons  1 3 1 2  1 4 1 2  0 6 1 5  1 2  '2 1 1  5 1 4  

L i ne Ma nagemen t 
Pe r sonne l Depa r tmen t 
I R  Depa r tmen t  
Comm i t tees 

68 
2 1  

4 

P+ 
43  
25  
3 9 

7 1 1 8  46 1 4  29 7 5 0  1 1  6 1  1 4  
2 5  4 6  2 1  39 1 1  1 8  29 29 2 1  lt 3 

4 29 4 1 8  0 1 8  0 2 5  7 2 1  
7 3 2  4 1 8  4 1 1  1 4  . 2 1  0 3 2 

t S I Z E 

Un i on s  

j Unde r 1 0 0 0  

7 
0 � o 4 o 4 1 1  1 1  o 4 o 7 

Ove r 1 0 0 0  

% BLAC K EMPLOYEES  

L i ne Managemen t 
Pe r so��e l Depa r tmen t 
I R  Depa r tme n t  
Comm i t tees 
Un i on s  

L i n e Manageme n t  
Pe rson n e l  Depa rtmen t 
I R  Depa r tment  
Cornfil i t  tees 
Un i on s  

8 0%- L i ne t1a r.agef'.'1e n t  
Pe rson ne i Depa rtmen t  
I R  Depa rtment  
Comm i t tees 
Un i on s  

80%+ L i ne Ma nagemen t  
Pe rson ne l Depa r tmen t 
I R  Depa r tmen t 
Comm i t tees 

* p < , 0 5 
** p < , 0 1  

*** p  < , 0 0 1  

Un i on s  

5 7 
36  

7 
i O  

3 

59  
42 
1 5  

4 
4 

5 0  
4 6 
1 4  
4 
3 

64  
35 
1 1 * 
8 
4 

3 0  
42 

7 
38 

1 

3 0  
5 3 
2 5** 

38  
1 6** 

37  
4 1  
1 8  
4 3 
1 4 
25 
5 5  
1 8  
34 

8 

62 
3 6  

7 
12 

3 

68 
37 
13 
4* 
5 

64 
4 5  
1 1  
4 
4 

67 
3 1  
1 1  
9 
4 

2 5  
4 4  

7 
32 

1 

29 
56 
27** 
3 1  
1 8**-il 

32 
45 
19 
34 
1 5 

2 3  
5 6  
1 9  
30 
9 

48 
26  

1 
6 
0 

60 
27 
9* 
3 
1 

5 3 
32 

7 
3 
0 

57 
2 2  
s 
5 
1 

23 
36  

4 
25 

0 

24 
54* 
17* 
3 1  
1 o* 

2 7 
39 
1 4  
3 1  

7 

2 1  
5 3 
1 1  
26 

5 

16 
7 
3 
4 
9 

34** 
18* 
9 
4 

2 1 *  

26  
1 6  
1 0  

5 
1 5  

28 
1 2 
4 
3 

1 7 

4 
2 0  

4 
9 
7 

1 6* 
3 1  
2 1** 
1 6  
1 6  

1 4  
2 7  
1 5  
1 9  
1 4  

1 0  
27  
1 4  
9 

1 2  

37 
26 

6 
2 0  

1 

53* 
32 
1 1  
26 

3 

39 
33 

8 
28  

3 

5 3  
2 7 
9 

2 0  
2 

1 9  
33  
1 0  
25  

1 

2 1  
46  
28** 
36 
1 1 * 

2 0  
35 
1 9  
3 1  
1 2  

2 0  
4 5 
22 
32 
4* 

4 2  
29 

4 
·4 
3 

60* 
22 
1 3* 
8 

1 0  

46 
3 1  
1 2  

7 
7 

58 
2 0  

8 
6 
7 

28 
39 
1 3  
3 2  
4 

23  
54 
26* 
3 5  
22** 

3 0  
4 0 
1 9 
4 1  
1 9 
2 1  
54 
22  
29 
1 2  

\0 ..... 



TAB L E  C . 2  Dec i s i on - ma k i ng a n d  adv i sory  ro l e s ! n  : raa : t i on a l pe r sonnel procedu res for  the s e c to r , s i ze a r1 d  pe rcentage B l a ck  
emp l oyee b r�a kdowns 

S E C T O R  
M i n i ng 

Man u fac tu re 

Con st ruc t i on 

I S I ZE 
l U n de r 1 0 0 0  

Ove r 1 0 0 0  

% BLACK EMPLOYEES 

I REC Ru  I T- j s ECEcT-=i I N '.) UCT- T RA I t! 1_ NG- i Jos�tvA- 1 St\LARY rn I N G E  D1P L

-

OY E E  
I_

-

_

-

__ 

,

_

-N

_ 

-o-usT- R E D U N D -
1 M E NT I I ON  , I O N  E, D EV !: - L U/\T I O N  SCAL E S  B E NE F I TS P ROMO - R I  AL  A�C Y  

L_ _ I ! LO P M E N T  r I o�-�� SAFETY 

� , - - - , 1 Ad v . I u ,� c . l Ad v . I Dec . I  Ad v . I Dec . I  Ad v . I Dec . !  Adv . I  Dec . I  Adv . I  Dec . I  Ad v .I Dec . I  Adv . I  Dec . I  Ad v . I D�c . !  Ad v . ' 

L i ne Ma r:agem2 n t  1 6 1 1 3 3 1

1 

n / 3 3  ! S i  
,
' 28 6 7 4 7  5 5  I 3 7  59 2 9  5 3 2 6  84 2 6  78 3 5  6 7  29  

P e rsonne 1 Depa r tmen t  
1

4 1  59 3 5  6 1  5 5  5 4 3  53  4 3  I 5 3  3 5  5 9  39 5 1  2 1  6 0  1 4  43  2 0  55  
l R  :)epa r tmen t 8 4 1 1 2  4 1 [;  j 8 4 6 8 

I 
4 1 4  1 0  1 2  3 4 1 0  2 4 8 1 0  

Comm i t tees  I O 6 I O 4 C 1 2  0 1 2  0 4 2 2 2 1 8  0 8 2 3 1  2 1 4  
Un i o n s  O I 4 0 I 2 I O O 2 1 0 4 8 8 1 8  6 1 2  0 4 O 1 2  4 1 � 

L i ne Ma n a g emen t 54 
1

4 1  1 66 I 3 1  
1

28 4 2  64 39 4 3  4 5  44 34 4 2  28 8 0  2 0  7 3  2 6  64 2 5  I 
Pe :--sor1r,e  l D e pa r tmen t  4 8  4 �  I 4 2  I 59 , 6 3  3 0  4 2  56 6 1  39 54 44 46 5 2  2 1  7 0  2 1  u 9  2 5  5 3 
I R  C e pa r tr.icn t 4 j o I 2 1  · 9 7 1 1  4 1 4  6 8 5 1 1  4 1 1  4 5 3 7 2 1 1  
Corr.m i t tees 1 6 j 1 4 0 1 2  2 1 7  2 1 2  1 1 3  2 2 1  2 1 1  2 2 1  2 2 2  
U :1 ! o n s  2 2 1 · 1 0 2 1 6 2 3 8 1 2  6 1 2 2 6 0 7 2 i 1 

L i ne �anageme n t  7 3  2C  8 2  I 1 1  5 0  1 4  7 8  32  4 3  1 8  5 7  2 5  50  1 1  8 2  2 1  89 2 1  7 5  1 4  
Pe r sonne l Department  2 1  5 0  1 4  j 5 4  36  3 6  1 4  5 0  2 9  2 5  3 2  3 9  3 2  39  1 1  46  0 3 9  2 1  39  
I R  Depa r tmen t  4 1 4  4 1 t 7 2 5  4 1 8  0 1 4  0 1 1  0 7 0 7 0 7 0 1 4  
Comm i t tees 4 4 1 4 I O O 1 5  4 1 8  4 0 7 0 O 1 4  4 1 1  O 2 1  O 4 
Un i 0:1 s 3 1, I 4 a o o 4 1 1  4 1 4 7 4 o 7 4 a o 4 o 4 

L i ne Ma na;emen t 
Pe rsonne l  Depa rtment 
I R  Depa r tment 
Comm i t tees 
Unions 

L i ne Ma nagemen t 
Pe rso n n e l  Depa rtment 
I R  Depa rtmen t 
Comn i t tees 
Un i on s  

• 32  I 60  I 3 6  
3 1  44 I 29  44  

3 6 1 4 9 
o 1; I o 4 
1 0 0 0 

56 36 I ]6* 2 4  
SO* , 5 8  42  6 7* 

7 
I 

9 6 a 
2 6 2 3 
2 I s 2 2 

4 1  
4 3  

7 
0 
0 

3 1  
3 3  
4 

1 6  
1 

3 7  3 7  
68* 42 

9 1 5* 
0 1 1  
0 1 

6 7  
2 9  

3 
1 
a 

4 0  
49 

9 
1 6  

3 

67 4 0  
49* 59 

5 1 4  
2 1 5  
3 1 0  

4 6  
4 0  

4 
0 
0 

4 9  
58* 

7 
3 
5 

3 7  
3 1  

6 
1 0  

47  
4 0  

4 
0 
4 

3 9  5 2  
5 0 *  50 

8 9 
8 3 
6 1 1  

34 
3 7  

7 
6 
6 

4 1  
3 6  
a 
3 
4 

2 1  
4 0  

6 
1 1  

4 

29 5 0  28  
54* 4 6  56* 
1 2  1 O* 1 1  
1 0  0 2 5* 
1 7* 6 1 6* 

74 
2 1  

1 
0 
0 

2 7 
5 6  

6 
1 3  

3 
87* 1 8  
1 8  · 7 0  
5 8 
3 9 
3 6 

70  
1 9  

3 
3 
0 

8 1  
1 4  

2 
0 
0 

2 9  
49 

4 
2 1  

3 

28  
45  

7 
2 5  
1 1  * 

59 
2 4  

3 
3 
1 

73* 
2 1  

4 
1 
3 

3 0  
3 9  

6 
1 6  

3 

2 i  
6 1 *-tl 
1 3  
1 8  I 1 5* . 

80%- L i ne Manageme :1 t  1 54 
Personr.e l - Depa rtment 48 
I R  Depa rtment 4 

4 0  
4 4  3 8  6 2  64  

7 6  
1

2 7  30  

7 I l I 9 6 

4 0  
25 

8 
9 
3 

6 1  
4 4  

4 
1 
1 

4 1+ 
5 0  
1 3 
1 3 
1 1  

37  
62 

5 
1 
4 

4 1  
36 

6 
1 2  

52 
53 

5 
1 

3 2  
50 
1 0  
1 2  
1 1  

49 
45 

5 
1 

2 7 
54 
1 2  
1 9  
1 0 

8 3  
24 

4 
3 
3 

2 3  
64 

5 
1 2  

73 
2 2  

1 
0 
0 

3 1  
44  

6 
2 3  
1 1  

6 7  
25 

0 
3 

2 7  l 
52 I 1 3  

80%-

*P < , 0 5 
�h p , , 0 1 

Comm i t t ees 
Un i on s  

line Management  
Pe r sonne l  D�pa r tment 
I R  Depa rtmen t 
Comm i t tees 
Un i ons  

1 
3 

i 1 I 3 o 
3 1 1 0 

1 65 I 3 0 4 5 63 
,
· 3 3  

38 59 
6 I 8 

� 
3 

3 5  I 56 5 1  
8* 7 9 , I 4 a 
1 I 1 I 0 

3 1  1· 7 1 

1

37 
48* 34* 58 
1 3  4 1 1  
1 5 2 1 7  

0 2 4 
I 

5 

5 5  j 3 6  
42*1 4 7  

6 I 7 
2 
2 

6 
3 

8 

49 
4 0  

8 
2 
8 

30  
4 5. 
1 0  

5 
1 4  

5 

44  
3 9  

6 
1 
5 

2 4  
46 

7 
2 0 
1 2  

8 1  
1 6  

3 
1 
1 

8 

2 1  

1

2 9  2 6  
64  * l ! H 48  

8 3 5 
9 2 24 
2 0 6 

2 3  
1 2  I 

�� rn 11. 6* I a 
1 1 3  I 
3 

I 9 I 

� 
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A P P E N D I X D 

TABULATED  RESULTS OF I R  TRA I N I NG FOR 
THE  SECTOR , S I Z E AND PERC ENTAG E  BLACK 
EMPLOYE E BREAKDOWNS 

(A l l f i gu res a re exp res sed a s  pe rcen tages . )  





I 
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I 
I 

I 

I 

! 

I 

T�3LE  C . 3  De� i s i on-ma k i ng and adv i so ry  ro l e s fo r Emp l oy�e � t  Codes , � q �� l Emp l oymen t Oppo r t � n i t i es 
und Soc : a l  Respons i bi l ity fo r t he  se�to r , size an d  perce � tdge B l ack emp l oyee b r eakdowns 

S ECTOR 
Min i ng 

Manufac t u re 

Cons t ruc t i on 

SIZE  
Und e r 1 000  

Over 1 000  

% BLAC K EMPLOYEES 
80%-

80%+ 

* p < , 05 
** n J n 1  

L i ne Management 
Personne l Departme�t 
I R  Depa rtment 
Comm i ttees  
Ur. i ons  

L i ne Managemc:i t 
?e rsonne l Depa rtment 
IR Depa rtment 
Committees 
Un i ons  

L i ne Management 
Personne l  Depa r tment 
IR  Depa r tmen t 
Comm ittees 
Unions 

Line Managemen t 
Personnel Depa rtment  
I R  Department 
Comm i ttees 
Un i ons  

L i ne Management 
Pe rsonnel Department  
IR  Departmen t  
Committees  
Un i ons  

L i ne Management 
Pe rsonne l Depa rtmen t  
I R  Depa rtment 
Commit tees 
Un i on s  

L i ne Managemen t 
Pe rsonne l Depa r tment  
I R  Depa rtment  
Comm i ttees 
Un i or.s  

,- COC ES  O F  
I Ei-';P LOYMENT 
I 
I 

Decide Adv i se 

5 1 28 
20 60 
14 1 6  

2 1 6  
7 1 8  

"" C:  ) .,, 26 
38  � I 

I 
12 1 7  

1 19 
3 4 

54 1 1  
2 5  36  
4 21 
0 3 
a 7 

42  22  
26 35 

I 7 10 
11 1 

2 7 
44 26 
37 5 1 * 
1 3  20 
18 1 

6 1 0  

4 1 30  
42 4 3  
1 2  1 2  

0 1 6  
3 3 

45 20 
27 46 
1 0  1 9  
2 16 
5 1 3 ** 

SOC I AL SOC I AL 
R E S POMS 1 3 1 L I TY RESPONS I B I L I TY 

·� 
( EXTERNAL )  ( I NT ERNAL)  

Dec i de Ad v i s e Dec i de Advise 

4 1  2 6  49 23 
26 4 3  29 4 7 

6 10  6 12 

I 1 0  0 1 8  2 
2 8 2 4 

3 1  1 5  34  2 1  
24 32  27  36 

6 10 5 12 
1 2  0 21 0 
0 2 1 3 

39 4 54 14 
21 25  29  39 

0 1 4  4 21 
7 0 1 8  0 
0 0 0 0 

33  10  4 1  1 6  
22  30 1 9  35 

4 7 3 9 
1 0  0 1 9 0 

0 0 0 0 

37 2 0  42 24 
2 3  36 3 1  4 2  
7 10  7 1 3  

10 0 20 1 
1 6* 2 5 

38 2 0  39 26 

22 3 4  27 37 
7 8 5 1 0  
0 1 4  a 22 
0 3 1 ,, 

34 1 3  43 1 7  
2 3  3 4  2 6  4 1  

5 9 5 1 3  
0 8 1 1 8  
1 4 1 2 

I GLAC K 
I ADVANC EMENT 

Dec i de Adv i se 

63 26 
31 55 
12 1 8  

C 20  
8 14 

6 1  2 6  
3 7 5 1  

6 1 5 
2 20 
1 1 1  

7 1  11 
25 46 

0 29 
0 2 1  
0 7 

55 22  
29 49 

4 9 
3 2 3 
1 3 

67 24 
35 53 

9 2 1 *  
0 1 7  
4 1 6 ** 

64 30  
38 4 5 

8 16 
1 1 8  
1 1 2  

6 1  1 8  
29 52 

6 1 6  
1 2 1  
4 1 0  

I 

I 

\.0 w 



TABLE D .  1 .  1 I R-re l a ted t ra 1 n 1 ng a l ready r2ce i ved a ��  t he t ra i n i ng pe rce i ved to be necessary fo r mining 
ma n i., ' a c t u r : n g z:ind con s t ruct i cn i nc us t r i e:s 

I I R  
S c rz:i t eg i e s 

I R  
S t r uc t ures 

I R  

I Leg i s l a t ion 
,-, 

I K  on  t he 
s hop  f 1 oo r 

' 
I ::r.p 1 oyee 
( R.2p resen .:.a t i on 

Commun i ca t i ens  

E EO 

i S t ra tegies 

I Co J 1 e c t  i ve 
Barga i ning 

Negotia t i on 
S ki l i s  

No tra ining 

O t her t ra j ning 

--

I R  
I Soec i a l  is t 

v 
> ·-
<:) 

-0 
•.) 

11) 

i &! 
c; z 

1 4 5 3 3 

I 
j 5 3 25  
i 

1 3 9 3 3  

27  3 3  
I 
l 
1 s 1 2 0  

4 5  25  

1 4  27  

39 I 29 

39 35 

I 2 

I 
0 

2 I 0 
I 

I 

M l  t-.! I N G  

Non I Emp l o,ee 
Specia l is t  Rep . 
-0 v � � 
> > 
(.) -0 Q.) "O 
u il,, V � 
G.I 0 Q.) '"' 

fY' z e::: :z 

I 
49  43  1 2  29  

57 39 I 29 3 5 

39  4 3 1  1 2  35 

4 1  4 1  2/ 39 

59 29  L;5 4 1  

49 4 5 l; l 47 

I 
1 6  45 6 3 1  

45  4 5 22 I 39 

5 3 5 1 29 4 5  

2 0 4 1 2  

2 C 0 4 

I 
l 
i 
I 

I 

MAN U FACTURE 

l R  Nor: Emp l oyee I R  
S pe c i a l i s t S pecia l i s t Rep . S oecia l i s t  
-0 "'O -0 "'O 
c.; Q.) :, Cl) > > > � ·- ·- ·-
(l) 

-0 CJ -0 Ci -0 Q) "O 
u (l) 

� 
CJ � C) u Cl) 

a:, Cl) C) (J '!> Q) 
f'Y z z O'_ z ,....._ z 

!; 5  3 1  4 2  5 3 20 39 27 2 1  

5 0  26 47 49 3 2  44 1 3 1 1 7  

49 3 1  3 3  50 27  48  3 5  1 7  

4 0  29 29 53 28  59 1 4  24 

44 1 1.t  4 1  2 7  52 38 2 e  1 7  

L -. )  2 3  42 4 3 38 48 24 24 

35 24 20 5 1  1 0  42 2 1  24 

42  34  1 8  57 1 8 1 55  24  24 

39 37 26 60 22 52 2 1  2 8  

3 I 
2 4 6 2 7 3 7 

I ' 
4 1  

1 3 2 1 3 3 0 

CONSTRUCT I ON 

Non 
Specia l is t  
"'O 
(1) 
> 
(l) -0 
u Q) 

$ (l) z 

21  52 

28 38 

28 3 1  

2 1  35 

24 1 7  

2 1  4 1  

1 4  2 8  

1 4  4 1  

1 4  5 1  

3 1 0  

0 0 

Emp l oyee 
Rep . 

> ·-
Q) "'O 
u (l) 
(l) <:i 

a:: z 

1 0  32 

2 1  25 

1 7  2 1  

2 4 32  

i 3 5  I 29 

2 1  46 

1 0 1 4  

1 0  32 

1 0  39 

3 7 

0 0 

I 

I..O 
..i:::. 



TAB L E D .  1 . 2 I R- rela ted  t ra i n i n g a l �eady rece i ved and the  t ra i n i ng pe rce i ved  to be neces sary for t he s i ze 
a n d  pe rcen tage B l ack  emp l oyee breakdowns 

S I Z E ! % BLAC K EMPLOYEES  

UNDER 1 000  ovrn  1 ooa 
I R  S pe-

I 
Non- Spe- ! Emp l oyee I R  Spe- Non - S pe-

c ia l i s t  c i a 1 i s t  Rep . c i a  l i s t  c i a l  i s t  
"'O -0 

I ] 
" "'O "'O 

(l) (I) Cl) (l.) (I) • 
I 

> > > > > 
I .G) -0 ·- ·- ·-

C) "'O (1) "'O (l) -0 

I �  Q.) u CJ u (I) u Q) 
(1) � & <l) 0 ' �  CJ (1) z z :z c::: a:: z 

i R  S t rateg ies I 28 
I 

22 37 45 9 36 5 1  3 7 44  54 

I R  S t ruc tures 30  22  34 39 1 6  3 0  59 27  5 5 5 0  

I R  Leg i s l a t i on 3 3  2 4  27 37 9 36 49 35 39 50 

I R  or. the 2 2  2 2  1 6  45 1 8  46 37  36 39 52 shop f l oo r  

Employee 2a I , o 30 1 9  33  3 3  5 3  22  53 32 representa tion 

Communications  27 2 1  34 40  28 4 1  5 1 27 46  48 

EEO S t rategies 2 2  1 6  1 8  37 9 32 29 3 1  1 9  52 

Co l l ec t i ve 28 22 1 9 46 1 0 4 1  44 39 29 55 Barga i n i ng 

Negot i a t i on sa I 1 2  Sk i 1 1  s 22  28 i 9  44 45 41 4 0  56 

No T ra i n i ng 2 3 5 5 3 8 4 2 3 6 

O the r T ra i n i ng 5 2 2 
I 

2 0 2 3 0 3 1 

Employee I I R  Spe-
Rep . c i a l  i s t 
-0 

I ,, 
-0 

1l) (1) 
> > ·- ·-
IJ (I) "'O 

8 , �  u (l) 
(J :z a:: c::: 

2 1  36  4 5 32  
-

38  45 49 27 

29 44 4 5 3 1 

3 1  55  38  3 1  

56 42  48 1 6  

4 1  54 45 24 

9 38 35 3 f  

2 3  53  37 35 

29 52 34  4 1  

2 8 0 3 

1 3 3 
i 

0 

80%-

Non-S pe- Emp l oyee I R  Spe-
c ial is t Rep .  c i al i s t  
-0 -0 -0 
(I) Cl) � 
> > > ·- ·- ·- "'O 
Q) -0 � "'O (l) (l.) u (l) (1) u (l) 

� Cl) � Q) I �  7_ 7 z 

3 3  52 2 1  3 8  l1 0 3 0  

4 1  5 1  3 4  3 9  46 24 

3 2  47  2 7  47  4 1  3 0  

28  48  2 8  56 2 6  3 0  

39 2 7  52 3 7  4 0  1 9  

39 3 7 39 45 39 25 

1 8  
1

49 1 1  39 20  2 1  

20 52 20  52 39 3 0  

2 0  52 24 54 38 32 

1 6 0 7 5 2 

1 1 1 '• · 4  1 

80%+ 

Non-Spe-
c i a l  i st  
-0 
<U 
> ·-
(l) G) 
I.) Cl) 

� z 

46 49 

5 1 4 1  

3 5 43  

3 1  50 

46  27 

42 5 1 

1 9  t,3 

29 51 

40 6 1  

5 5 

3 
I 

l 

I 

I 
Emp l oyee 
Re? . 
-0 I �  > " I c.; I �  I c:.i 

• =  

i 2  ' 34 

26 39 
I 

1 7 
! 

37 

21' 47 

I 4 3 I 4o I 
3 3  \ 5 1 

I 
7 1 32 

I 

1 7  45 

I 
2 1  I 4s 

4 s I 
0 I 1 

I 

"° 
u, 



TAB L E  G . 2  ?e rcc p t i ons  o f  t ra i n i ng sou rces  fo r the s r: c �o r ,  s i ze and pe rcen tage B ] ack  wo r ke r  b rea kdowns  

I S I Z E  I % BLAC K C:MPLOY E E S  I ---� I Con s t ruc t i on I Unde r 1 C O O  I Ove r  1 D O D  I 80%- I 80 ': +  I M i n i ng 

S E CTOR 

Ma n u f a c t u re 
I 

.... 
.., I ,n 1.il ·-

- I <v 

C> I .� I 

� I 
� I 
� I 

a.. 
tY:. 

·- I u I a.> 
u CJ C,; <:) a. >-
c. V) 0 

V> I � l -;::: 0:::: 0 �-
i - I z w 

m .� 1 1 
I � I 

I i I ii I 

T---1 � I ' ·- I 
I .... I 

I I I i .... � . � I I 
u, ·- I c.. I I · - - (l) 

� ·� I' : I 
0 CJ (1.) 
a., C. >-
c.. V> 0 

V) I -
C Cl. I 

c:'. I 0 i E I 
- ' .:z U.I 

I .µ I (l) I I ..., -� = 1· fr i '  1 ·; = 
-;; 1 -� a: I -;; , -� 
·- J c., ·- u 
0 � Q v Q 

'l> I C..  >- I Q  a. a- �  2 1 1 :5; . � 
o:: j 3  t a:: l g  - z w ,  - z 

(]) 
> 

..., 
(u ..... C 
Q) 
\ll 
U) 

a. 
(l) er. 
Q) 
� 
>-
0 

a. 
E 

u.J 

I ]  ('J 

u 
(l.) a. vi 

er:. 

1
·1 1 1  
Q) I .µ 

l/'I 

•u 
\,) 
(l) 
a. 

V) 

� I  
Q) 

a: (l) 
(1) 
>-
0 

I 

C I 0. 

� I � 

.µ 
V, -
(0 
u 0 C. 

V"> 

c:: 

..., 
Vl -
co 

I.) 
(1) 
0. 

V) I 
C 

-': 

r.; > 
..., 
� .... 
C 
� 
I/", a., 
L 
c... 
(.; " 
'!) 
(l) 

6" 
0... ' E w 

I �--
<ti 

u a, c.. 
Ui 

c.:. 

I 

1

1 

q 1  
J t  
= I � I  m a:: I •- I I � I � I 
� I � I � I C. I I � � I ! i nd us t r i a l  Re l a t i on s  Depa r tment  j 4 Q  I 4 8  l s2  j j 3 3 1 4 0 1�9_ 1  �9J 2_? I I 24  j 2 1 f 2s 1 1 39 I t9 j 4 ]  I I 29  1, 0 ! 37 I 3 7 4 1  I 42  

Pe rsonne l Depa r tmen t 
1

2
4 1

3
2 1  

38 1
_

: 2 1 I 4 6  
1 

4 0 I 2 1  29  36  1 5 39 4 0  I 2 7  39 J9
-L' 2 5  · -45 36 '2�. J�i� 

T ra i n i ng Depa r tr.,e r, t I l S  I 4 0  f�ff19TJO. j 3 1 1 1 8  
� 

4 3  1 6  28 , 36 2 1  3 5  i 36 1 2 1 I 29 3 U  1 8  ! 3 5  I 4 U  

Jo i n t Emp l oye r/ Emp l oyee O rgan i sa t i on i; 1 2  1 2  , 2 3 1 8  1 2 3  2 s  ! 2 i I 2 5  1 6 1 9  I 1 9  1 8  1 5  2 0  2 7  1 8  I 2 5  * *  I I I 1 C 1 6  1 6  

1 
Emp l oye r O rgan i sa t i on 1 6 1 1 � 1 4  2 5  1 8  6 · 29 2 1  2 1  2lt 1 1 9 1 2  24  1 7  9 26 1 5  3 j 22  2

�

· 1 1  
i ** \ -t-

. T rade Un i on 8 1  2 1 6  1 1  3 28 7 4 1 4  1 8  5 1 6  5 2 24  8 1 2 7  I 1 1  4 
1 

1 6  J 

tOu t s i de Con s u l tan t s  
--

34 1 6
1 

i O  53  2 S  2 7  · 29 ! 2 1  1 8  52  :£4  1 9  39 2 5  j 2 3 1 48 2 3 2 3 42 26  ! 2 0 ' ' 

l_:o ve rnl!'
�
en t  Agenc i es 

1
1 2  4 1 4 1 7  2 6 "  1 1  4 4 1 9  1 6 1 2  4 4 1 5 3 3 1 4 3 6 1 1  

Un i v e r s i t i es 52 1 2 J 8 5 6  8 5 39 1 1  4 5 1  9 5 54 1 1  7 56 6 � 50 1 3  1 l \ i 
O ther  ( s pec i fy )  

P < , 0 5  

p < , 0 1  

I 
· I 

1 6 4141 � -l _ _ _ o o o o o I 1 2 2 1 1  1 1 6 . 1 1 8 j 1 I 1 I j 

I..O °' 










