


1. INTRODUCTION

IMSSA Bulletin, serves to keep panellists abreast of
trends and developments in industrial relations. It
includes statistics that might advise interveners of the
macro patterns as well as providing some background
on certain current bargaining issues. The Bulletin is
circulated bi-annually to panellists only and it is not
available to parties. The information contained in the
Bulletin is intended to assist the dispute resolution
process by helping the interveners keep the actors
informed. This information should not be disclosed to
the parties unless by doing so the level of debate is
enhanced and the interests of good faith bargaining
are served. : »

Please inform the Education Department of the
information you might need before interventions and
we will attempt to include it in the next issue. All the
material referred to in this document are available to
panellists in the IMSSA library.

Our thanks to a number of research institutions,
service organisations and consultants who have given
permission to publish their research material.

Sue King



2.  STATISTICS

Thislsection presents basic information on the argurhente commonly used
by labour and management to motivate their positions on wages. These
- are inflation, Iiving”wege figures, and recent wage settlements.

2.1 Inflation/CPI

!
Inflation _ statistics are determlned by the Central Statistical
Services on the basis of the assessment of price increases of a
selegted number of basic goods (food, clothing, etc.) and essential
living costs (e.g. rent/and transport) paid for each month by low,
middle and high. income consumers. Price information is gathered -
- during the first seven c;iays of every month to determine an average
monthly Consumer Price Index (CPI). CPI statistics are widely
used not only as a imeasure of past inflation, but also as an

(\, ) indication of changes\ in_the cost of living and to determine real

wages.

)

The average monthly\rates of inflation in 1995 measured agamst‘
the Consumer Price lndex were as foIIows
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Monthly ?nflation Rate (CPI) for 1995
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Source: Statistical News Releases, Central Statistical Service
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The average mflatlon rate for 1995 to August was 9. 75 percent
compared with a rate|of 8.5 for the correspondlng period in 1994,
Research by the National Labour and Economic Development
Trust has' shown. that South Africa’s inflation rate has been
underestimated by as much as 3.5 percent because the Central
Statistical Services underestlmated the share of food in spendmg
by poor households - o ,

" The Food Price Index (FPI) has shown an encouraglng declme
. during the course of 1995 wnth a dramatlc drop to 2 0 percent in

'
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Source: Statistical News Reteases, Central Stattistical Service



" According to the Central Statistical ‘Serv‘ice, the average food

inflation rate of 13.5 percent for 1995 is 3 percent higher than the
corresponding rate of 10.5 percent for the same period in 1994
despite the 2 percent figure for August The FPI ‘figures as

 measured against the general rate of inflation for the last seven

years are |nd|cated below.(1995 flgures to August)

' FPl:Measured ag;ains't the CPI 1989 - 1995 (td August)'

CPI
FPI |

' 1989 . 1990 1991 1992 - 1993 1994 1995

~ Source: Statistical News Releases, Central S;tatistical Service
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2.2 Livin‘§ Wage Figures

A varlety of poverty datum line and living wage figures are
calculated by umversuty research departments, union service
organisations and management consultants. The Bureau of
Market Research atI UNISA and the Institute of Planning and

Research at the Umversnty of Port Elizabeth each produce figures

bi-annually which |indicate the financial requirements for
households to subsist in a typical urban environment.

However,: poverty datum line figures, such as the MLL and the
HSL have been cnﬂcused primarily because there is considerable

d|sagreement as to yvhat basic needs should be measured and
rational expenditure is assumed throughout (Pennmgton 1994)

The Household Sub3|stence Level (HSL) and the Household

Effectiveness Leve\l (HEL) are provided by the Institute of
Planning and Research. The Institute of Planning and Research
surveys 24 South Afncan centres and two |n Namlbna to determme
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the HSL. The HSL takes into account an adequatek balanéed low-
cost diet; clothing; fuel and lighting; cleaning materials; transport
(breadwmner to and from work); and housing.

The Iatest avallable HSL figures indicate that the national monthly
budget for a family of f|ve living in a major centre (Cape Town, Port
Elizabeth, Durban, Pretona or Johannesburg) in 1995 is R903.06
as compared with R844 43 in 1994. The national monthly budget -
for a family of six is R1 033.27 in 1995. This representsa

7 percent annual mcrease in the HSL for the low income group. A
family of five in the lower middle income group require a monthly

" budget of R1 245.27 tb meet their needs.

"The South Afrlcan\ Townshlp Annual provndes yet another

statistical analysis of the cost of living for consumers. The average
national monthly budget or a living wage benchmark, is
determined for a five-person family and a six-person family. Iltems

included in this calculation are: cost of food; cleaning materials;
~ cost of personal hyglkne medical expenses; clothing; rental and

school costs; transport costs; HP obligations and discretionary
expenses. '

The latest available t" igures from SPL are for early to mid-1994.
Despite that, the yea\r old figures provided by SPL in the South

- African Township Annual are still higher than the most recent

figures for 1995 supplled by the Institute of Plannlng and Research.
In early 1994 the South African Township Annual reported that

R1 784.08 was the a'verage national budget needed to sustain a
five-person family at a modestly low standard of living at that time.

According to the research conducted for the South African
Township Annuai: |

Baséd on a figure of R1 784.08 being required by

a household to sustain a modestly low fevel “

standarid of living then, if there are two
contribtljtors to the household income, a minimum

~wage of between R1 300 - R1 450 would be

' appropriate. If, however, the view is that ‘the
breadwﬁnner should provide all the income
requ1red by the household, then a minimum wage
of R1 800 00 would be appropriate (South African
Townsh!np Annual, 1994, p.69).



2.3 Recent Wage Settlements B

There are a number |of organisations which produce statistics on

- recent wage settlements. The latest available data from some of

these sources is set :out below. The primary sources used in this
bulletin are IR-NET and Andrew Levy & Associates Wage
Settlement Survey which provide summaries of the overall average
demands, settlements and base positions for minimum wages from
their sample groups. The 1995 figure provided is that at the end of

the third quarter.
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When comparing the average settlement rate in 1995 of 11.5
percent to the CPI flgure of 9.75 percent and an FPI figure of 13.5
percent, unions settled for wages that were more or less in line with
the average increases in their living costs.

According to the Iateét Wage Settlement Survey Quarterly Report
(September 1995) the average levels of settlement reached in
negotiations by the rrtore prominent unions were as follows:

- CWIU 10.6%
FAWU 12.0%
NEHAWU 11.6%
NUM | 11.8%
NUMSA 12.3%

 PPWAWU 11.9%

- SACCAWU 11.6%

‘SACWU 11.0%
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WORLD CLASS MANUFACTURING

(Report from a World Class Manufacturmg workshop held for panelllsts in July 1995)

Tanya Venter

The 'partlal international lsolatdn of the South African economy in the Iast few

~ decades left it lagging- behind the considerable changes which have swept the

global economy since the 19703 These changes have had a momentous impact

~ on the nature of enterprises, thie organisation of production, the structure of the
- work force, and global economlc relationships and competition. Each country. has -

interpreted aspects of World Class Manufacturing (WCM) differently to suit their _

_circumstances, but aim for the same goals. What form WCM takes in South Africa,

and how it is to. be |mplemente‘d are debates which are arising now in industrial X
relations. As this paper |Ilustrates the complexities of this topic, it will reveal that
we are about to experience a new nature of conﬂlct in the workplace which will

'demand lnnovatlve means of mterventlon o S

The South Afrlcan economy remalns dependant on the export of raw matenals
and is retarded by an uncompetltlve and limited manufacturing sector. There is
general consensus that the |South African economy must restructure its

manufacturing sector in order to\ meet the demands of the population and become

‘ extenswely export-onentated

THE GLOBAL ECONOMY AND SOUTH AFRICA

" The global economy has undergone substantlal changes since the 19703 One of
‘the most significant changes has been the move from\ ‘production. dlctatlng
_ demand’ to consumer determlned production and the demand for good service,

necessitating a hlgher level of |efficiency and productivity. Old mass production

- techniques  cannot meet these demands (Maller & Dwolatsky, 1993). These

changes have prompted fundamental changes in the nature of enterpnses the
structure of the work force, and global economic relationships.

Services have expanded subetantlally, and has become an mtegral part of
successful manufacturing. This shift is coupled with intense global competition

regarding the price of goods and services and improved non-price attributes in
production, particularly quality and customisation. Countries that produce cheap

goods often cannot compete agalnst countries that provide backup quality and

~service. Thus, not only a shift from manufacturing to services can be recognised in

developed countries, there has also been a fundamental shlft in the nature of |

manufactunng itself. ‘

"‘Undemeath the attractively body panels the engine is rusty and outdated. -
In almost every cluster we researched, identical products were being made
at substantially lower cost or higher quality by firms in other countries.
Many of our industries exist only because of protectlon and subsidy. With
- South Africa’s signing of‘ the World Trade Organisation (GATT) accord, and

- the icy wind of global competition that this will bring, South African firms

: muat change orvdle”( g‘}utor Company Report, April 1995).



- The South African economy remains retarded, with this global economic revolution
having a minimal effect on it. |Although recent decades have seen a shift from a
dependence on mining and agriculture to that of manufacturing and services,
South Africa remains largely a mineral-dependant economy, with' mining still
~accounting for 71% of export revenue (The Economist, 20 May 1995). South
. Africa has thus been adversely affected by the marked decline in the price of
primary products, and there are indications that the price will continue to stagnate.
This is aggravated by the minimal value added to South Africa’s raw materials.

" South African society is also plagued by socio-economic instability which relate, -
and aggravate these econonjic forces. This includes a high unemployment
figures, which sit just under 5 I%, acute class inequalities, lack of broadly-based
demand for consumer goods,‘ a high cost of living and high levels of crime.
Furthermore, certain economic forces undermine the development of WCM .in our
economy. These are:

o firstly, our present manufacturing sector is essentially import-oriented and
access to global markets ha‘Ls become increasingly difficult; v

e secondly our uncompetltrve-competltlve industry and autarkic economy is
sheltered by walls of protectlon

e thirdly South Africa's recent tsrgnrng of the GATT agreement could undercut our
present manufacturing sectPr with the influx of cheaper and better products

from world class manufacturers

fourthly, South African indu try suffers from low productivity; and,

finally, we continue to espo use many mass production techniques, which were

discarded by successful economres in the 1970s.

Manning (1992) notes that South Africa still competes on a “generic strategy” -
either on the basis of low-cost or of differentiation - rather than the strategy of the
competitive organisations whrch drive up the value that they offer even while they
drive down their costs. There remains a lack of capital input-and business initiative
contributing to the continued Iack of skills development, new technology, employee
initiative, and productivity. Hovrrever South African business is starting to realise
that a highly skilled and muiti-skilled work force is necessary for manufacturing to

'become competrtrve and to create a more sound economy.

WORLD CLAss MANUFACTURING

~ World class manufacturlng makes a clean break from old forms of mass productron _
by :

. | .
...quickly respond(ing) to sudden changes in costs, market opportunities
and/or new techniques, through adopting flexible, multi-purpose equipment
and creating a flexible reintegrated and co-operative work force free of the
shackles of rigid job specifications, narrow job-centred orientations and
excessive regulation and control (Wood, 1989; 11).



'WCM aims to. develop a flexible| and creative work force, increase efﬁciency and

productivity, emphasise both quantity and quality, create an environment which
encourages continuous improvement, and minimise conflict in the workplace or

. effectively manage conflict. AIthbugh there is no set definition of WCM, it can be

- argued that certain factors form the fundamental basis for WCM. These are:

alterna:tive remuneration;
employee participation; and,

~ social responsibility.

. asocial relationship between labour and capital;
o the cuetomer determines all; «
/ * new rqanagement techniques;

o restruci:turing production;

* new technology;

~o  multi-skilling;

o flexibility; .

®

[ ]
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LABOUR AND CAPITAL: A so‘cw_ RELATIONSHIP

Labour is not seen as expen able but is considered a vital resource. This
perceptual shift encompasses | a certain approach to labour relations which -

‘includes strategies for upgradlr"tg the work force, focusing on the groundwork

needed to address mutual mtere"sts of management and workers. WCM essentially
emphas:ses the pnncnple social relatlon between capital and labour.

Economlsts are comlng qo terms with the fact, as Nobel laureate Professor
. Robert Solow puts it, that the labour market is a social as much as an
. economic institution - and that interaction between -human beings cannot

be interpreted in the sa e way as the supply and demand of dead fish (Will

Hutton The Wgekly Mail gnd Guardian, July 29-August 4 1994). ‘

CUSTOMER-BASED FOCUS

The customer is a central fact%r regarding the quality strategles of world class
organisations. The flat structura‘l design of the world class organisation enables all
employees to be close to customers, constantly gathering information about
customers’ current and future needs: “this customer-based focus provides the

foundation for the organlsatlops vision, strategy, structure, and job design”

" (Hodgetts et al, 1994). Organisations provide employees with the opportunity to -

spend more time with customers. Often those who produced goods have dnrect

contact with the customer thereﬁy mtegratmg serwce and production.
) \ o

‘ NEW MANAGEMENT TECHNIQUES

v Management technlques in South Africa remain two decades behind successful

orgamsatlons anditis compam:es themselves that need to train their management

" into new practices. Accordlng to Tony Manning:

“SA managers are not ‘all worthy of their titles or pnwleges They have

caused may of the worl‘<place problems they now complain about. Many
are racists, bad communicators and are slow to change. Too few invest



seriously in the development of their people, or in their health, safety and
welfare “(Tony Manning, Business Day, 27 June 1995).

South African companies often send managers on quick management courses
which briefly address world class issues, but which do not give the managers
practical skills. South African businesses are also notorious for “flavours of the
month” schemes, which are seldom properly followed through thereby creating
disillusionment amongst management and workers. Management also typically
define their problems in terms of starting points and end points, and seek “quick
fix" solutions through adopting specific practices such as the JIT system or a TQM
programme rather than defining and implementing an integrated strategy to
develop world class organisational change.

Management in world class organisations use data-based feedback to measure
progress, not “gut feel” (Hodgetts et al, 1994). Managers practise authority not to
control workers, but to contain conflicts and anxieties that disrupt productive work
(Hirschhorn et al, 1992). Willem Hugo (Business Day, 1 June 1995) notes that
management today require international training to give them a global perspective
of business.

Within the global arena, new ideals and pressures continually redefine
relationships between competitors. With rapid changes in technology, the key to
the success is the company’s ability to make fast decisions:

“The increasing complexity and speed of the information flow which links
manufacturers, retailers and consumers on a world-wide basis is such that
the winners are those who can create fast connections with potential

partners at the right time” (Daniel Quirici, cited in Weekly Mail & Guardian,
12-18 May 1995).

RESTRUCTURING PRODUCTION

In world class production, profit is not increased by pushing up the price, but rather
by decreasing production costs through production methods that eliminate waste.
Production has to undergo fundamental restructuring to ensure cost cutting.
Continuous improvement of the production system is sought, in order for profits to
increase. This is achieved through the effective utilisation of the equipment,
personnel and raw materials, and the elimination of waste.

Restructuring initiatives can face profound problems if poor labour relations exist
within a factory. Workers and union officials remain suspicious of these initiatives if
they are not placed before a formal negotiating forum (Duncan & Payne, 1993; 19)
because it often implies retrenchment; therefore employee participation is vital in
order for restructuring to be successful.

Innovative production methods are more psychologically demanding for the work
force. Thomas Stewart (1990; 87) notes that with the stress load resulting from a
competitive business environment, "many workers simply burn out". Steward
notes that this is particularly evident in labour intensive industries and industries
which are downsizing by reducing the number of employees but not necessarily
the amount of work.
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Some new productlon systems are: e
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'Just |n Tlme

' Just in Trme (JIT) also‘known as the “zero-buffer prmcrple is production
- scheduling whereby each process is supplled what is needed when it is
“needed and in the quantlty needed. This requires the cutting of lot sizes,

reducmg set—up times, preventing idle capital by elrmlnatlng storage and

. overproductlon all of whtlch can create waste.

JT facrhtates rapid rnterchangrng between a variety of final products. The
preventlon"'of idle capltal also reduces costs which, in turn, increases
profits. The “cutting of Iot sizes and the reduction of set-up times enables
an organlsatlon to becdme more competitive through producing designer

versions oﬂstandard vehlcles JIT also links the factory more closely to its -

customers whose demands determine production.

’ Automatlon wnth a Human Touch

Automatron| with a human touch refers to a machines capacrty to
automatlcally stop if an error occurs. If a defective device is manufactured,
and this device did not occur, then major production of defective items
could be produced Wthh would be waste. Employees are also given the

capacrty to stop a productlon Ime if a fault oceurs. =

. Total Preventatlve Mamtenance (TPM)

TPM refers to the time set aside specrf cally for provrdrng maintenance to |
machinery and equrpment This ensures high product qualrty, long

machine I|fe and the avordance of stoppages (Helgers 1993)

Easy-to-Observe Workplace

For -employ,ees to |mplement automation with a human touch, the shopfloor

“must be organised. to allOw visual control. Thus workers will be able to

detect a fat!rlt immediately, and surplus of goods or labour can be apparent
to management lmmedl‘ately Technology is used to ensure visibility, for -
example the Andon Board, which is an illuminated control board which

indicates the degree of diffi culty a worker is having to maintain the pace of

: productlon (Lond 1994; \p10)

- | Total Quallty Control (TQC)IT otal Quality Management (TQC)

Poor quahty goods accdunt for 25% of. product costs (Helgers 1993; p25).
TQC ensures ‘that workers actually engaged in manufacturing are the ones

- respon3|ble for full quallty assurance, by inspecting every item as it is
~ produced rather than through sampling inspections. TQC requires detailed
“recording of team  activity and the variations of quallty and quantlty

produced
i .
Tony Mannlng notes that quality schemes outside of Japan have proved

o unsuccessful (1992 34)\ He wams: "South African fi rms busy with "servuce :

'
|
I

!



circles" will leam the costly Iesson managlng the circles in no substitute bfor
" managing the business. When the tools get confused with the task trouble -
is-not far behlnd" (/bid. )

6. Safety Transcends Everything

Any actlvrtylthat could Iead to waste, unevenness, unreasonable demands,
- orcould result in |njur|es lto workers is changed or eliminated.

NEW TECHNOLOGY & INFORMATION

The need for ongomg |mprov,ement necessitates the use of the continuous
advances in technologres to seqve the customer more effectively (Hodgetts et al).
Ongoing research and development is considered a core factor in achieving
continuous |mprovement and in malntamlng the link between customers needs and

- goods and servrces

MULTI-SKILLING ;
WCM emphasrses a high wage‘ high skill, high productivity scenario, where huge

amounts of capital are invested | ‘ln human resource development. A cornerstone of

~ WCM is a strong ‘research and education capacity, which enables workers to
-acquire skills, and continuously improve these skills, to ensure employment_

security and mcreased productl\llty

" Broad-banding of jOb grades |s a necessary component of WCM. = Changes in

technology and work organlsatron demands a more “innovative approach to human

- resource development which wrll integrate with line management and aim to move

towards flatter organlsatronal structures as opposed to the traditional hlerarchlcal
approach” (Faith McDonaId C|ted in Business Day, 1 March 1995).

If no incentive exrsts for workeqs to gain new work skills, relatively few request it.
Training schemes are often seen as a means to alleviate boredom, rather than as
‘a pnonty for the company (Nattrass 1991; 88). Bowen et al (1994) note that a

- common failing among organrsatlons is the lack of a reward scheme to encourage

learning and prolect Ieadershlpl If incentive schemes are adopted there must be
consistency, and agreement over-who gets chosen for training, particularly if this is
the only real means of mcreaswlg income and organlsat|onal advancement.

Disputes which (may) arise in the development of workers’ Sk|||S are: |
e How the nature and range of skills and worth of the work performed is
analysed, i.e. |t may often be based on a subjective analysis; : :
Should employees be paid f‘or skills used or those acquired.
The process used to change the grading system;
The grading system to be adopted, i.e. the degree of skills within each band,
the elimination of potential overlap, and the measurement of tacit skills;
If narrowing wage mequalrtres should include management

Defining the skrIIs used to determlne grade levels.

' Skill remains dlfﬁcult to ‘define because of its multr-drmensronal character and
substantive complexrty Thompson (1989) notes that the whole debate on skill is
undermined by the domlnance of the social determrnatron of skills. Work skill



organisational commitment and

evaluation remains a matter of| individual 'employees being evaluated on an often
subjective basis by the employer. :

STRATEGIC FLEXlBlLITY

Strategic flexibility refers to an organlsatlon s ability to constantly alternate capital,
labour and productive capacntles to utilise new technology and information, the
constantly diversifying industrial structure, and meet the needs of customers. An
organisation must. have the capability to “switch gears”, for example from rapid
production development to low [cost production; relatively quickly and with minimal

resources (Hayes and Pisano, 1994).

A flexible work force is economically efficient because wages and jobs are more
quickly adjusted to prevailing economic conditions. This flexibility mainly refers to
functional ﬂeXIblllty, as too much contracting can undermine the commitment of
employees, the culture of the organisation and the service offered. A flexible work
force includes casual labour and sub-contracting.

Over-time and time flexibility are a central component of 'WCM. The need for
operations to run permanently require shift workers around the clock creating the
potential for conflict over the length of the working day, shifts, pay, the use of

casual labour, transport at awkward hours, etc.

Sub-contractmg and Outsourclng

Sub-contracting has become popular because it cuts an organisation’s labour
force, and their costs. In South Africa, although this practise is on the increase, it
remains a relatlvely minor practise. Contractlng to cleaning firms is one of most
common trends.

" Out-sourcing is more economical; production can be more focused; and there are

fewer social costs such as pension and medical aid. Unions are generally critical
of sub-contracting as it often leads to retrenchments, restricts the size and strength
of its membership and it implies fewer areas in which to develop work skills.

A demand for a Job Security Agreement is a common response from unions to
retrenchments from down-scaling. Management often feels that a smaller
workforce is a necessity for survival and that job security is based on an
economically viable business. However, fear of retrenchment can cause both

| productivity to' drop. Retrenchments, if incorrectly

_ done, can also cut muscle rather than fat in an organlsatlon Many organisations
have explored alternatives to retrenchments, such as:

e Down-scaling through natural attrition and early retirement;
. Introduction of two shifts or the length of the working week;

e Redundant wojrkers included in a training pool;

| ALTERNATIVE.REMUNERATI‘ON

Alternative remuneratlon or bonus/reward systems have become a popular means
of encouragement‘ for workers“n world class organisations. Many remuneration
packages today are determined by performance, employee suggestions, customer
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' satlsfactlon and many other aspects: “[tlhe basic salary may vary accordlng to\ |
individual performance personal .experience, competence and industry norms and '
'should be measured proportlonally in terms of profit generated by sales in relation -

to cost of the sales force. The incentive element could be ascertained in relation- to .

yleld” (Norman Smlth C|ted in Busrness Day, 20 April 1995).

' The |mp||cat|ons of alternative remuneratlon schemes on collectlve bargalnlng are

great. Negotlatlons between busmess and labour would include the form of more
flexible wage pohcres Unions are often sceptlcal of these schemes as they’ have,

~ the. potentlal to create competltlon and conﬂlct between workers
‘ EMPLOYEE PARTICIPATION

jEconomres charactensed by co-operatlve management-labour relatlons adapt

more easily to market and tecHnoIoglcaI changes and generally more capable to -

deal with questlons of changa in economic and industrial relations. In'these

: _economres labour assumes the responsibility with ~management for improving
,productlwty and eﬁ" iciency, wH|Ie management accepts worker participation |n..,

areas of organrsatlonal decrswn-maklng

WCM entails a_ fundamental |deolog|cal -shift in the labour moyement from the

- social movement perspective to|a vision of incremental gains through an effort to:

- intervene a‘nd)shape"a capitalist order which is more humane and more
‘dynamic than has been true of...capitalism in the past, a capitalist order .
which could be more fayourable for socialist prospects in the long run, by

. enabling the working class to become conS|derany better off, economically
and polltlcally, than they‘ have been (Gelb 1991; C|ted in Joffe et al, 1993;
38- 39) N : 5

- Employee part|c1pat|on mcorporates a wnde range of strategles - from srmple..

communication schemes to worker participation at the top levels of management.

~Worker partrcupatron enables an organisation to replace hierarchies with horizontal
. networks and l|nk|ng together traditional functions through interfunctional teams:.
‘ Examples mclude green areas lqualrty circles, co-determlnatlon and team work

l

Work teams are an |mportant aspect of WCM in that they can provide for a co-
‘operative and- skllled mode tolthe design and implementation. of products and

processes: Teams are used to increase productrvrty and flexibility through self-

' mahagement, the! better use lof facilities and emphasis of quantity and cost
- reduction. Teams also facrlltate greater interest and reward in jobs through more

self management, more stlmulatlon greater generic knowledge and qualifications,

-~ regulated worklng condltlons and less conﬂlctual social relatlons (Joffe 1993)

~

'Teams in organlsatrons takel on many ‘forms: quality cnrcles task forces;
~communication teams and newlventure teams. ' David Barry (1991) notes that it is

rather self-managed teams (SMTs) that are becoming widely used in world class
organisations as workers become more multi-skilled and innovative. This collective

- responsibility can |include a range of mlddle-management functions, including
- controlling dellvery of component supplies and supervising attendance (Lloyd,
1994, p6), this in turn is cost-savrng by reducing the “mdrrect labour” of mlddle

management and quahty control (Ibid.).

AW






