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Miss Janet Fookes. Mrs. Rendée Short.
Mr. Garrett. Sir John Tilney.
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Mr. Michael Grylls. Dame Irene Ward.
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Ordered, That the Minutes of the Evidence taken before the several $ab-
Committees of the Expenditure Committee in the last Session of Parlmr@nt
be referred to the Committee.—(Mr. Marcus Fox.)

VC)'S

Friday, 14th December, 1973

Ordered, That Mr. Ray Mawby be discharged from the Expend@lre
Committee and that Mr. Timothy Sainsbury be added to the Committ
(Mr. Walter Clegg.)

The membership of the Trade and Industry Sub-Committce is as follows

Mr. William Rodgers (Chairman) Mr. Duffy.

Mr. Joel Barnett. Mr. Richard Hornby.

Sir Henry d’Avigdor-Goldsmid Mr. Mark Hughes.
(ex-officio). Mr. Maxwell-Hyslop.

Mr. Drayson. Mr. Charles Morrison.

Gsuoovdosa&

The cost of printing and publishing this Report is estimated by Her Majesty’s
Stationery Office at £1,520.
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The oral and written evidence received by the Trade and Industry Sub-Commirttef

in this inquiry is collected in four volumes (I to 1V), published as HC. 2i-I to 21-1IV Gﬂ
1973-74 respectively.

In the Report, the oral evidence is referred to by Q number (question and dnswelp
Written evidence in Volumes I to III is referred to by volume number followed by pags
number, e.g. “ II. 663 >>. Page numbers are, however, omitted from references
Volumn IV, which was not available at the time of going to press.

(el

30 €265

The contents of the four volumes are as follows:

I (pages numbered 1-578). Oral evidence given up to 20th June 1973, numbera
Q. 1-1681, together with associated memoranda.

I1 (pages numbered from 579). Oral evidence given from 26th June 1973 onw ards:
numbered Q. 1682-2923, together with associated memoranda and othe
miscellaneous memoranda; followed by updating information submitted
certain firms whose oral evidence is printed in Volume I or II. An index
Volumes I and II is contained at the end of Volume II.

111 (pages numbered 1-349) and IV (pages numbered from 350). Memorandd
submitted by firms not called to give oral evidence; followed (at end of Volunt®
IV) by updating information submitted by certain of these firms. An index

Volumes IIT and 1V is contained at the end of Volume IV.

- V%01
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FIFTH REPORT FROM THE 1
EXPENDITURE COMMITTEE

FIFTH REPORT

The Expenditure Committee have agreed to the following Report:

WAGES AND CONDITIONS OF AFRICAN WORKERS
EMPLOYED BY BRITISH FIRMS IN SOUTH AFRICA

Chapter 1

BACKGROUND AND SCOPE

8v-01 81 190 £20¢ - 3114 ATIVIINOHLIF 13

1. In April 1973 the Trade and Industry Sub-Committee of therx
Expenditure Committee decided to investigate how far the wages and con-=
ditions of employment of African workers employed by British (:ompanies:'Ej
in South Africa represented a factor affecting the investment prospectsS
export performance and reputation abroad of British industry. During theI
course of the inquiry the membership of the Sub-Committee has been: 0>
Mr. William Rodgers (Chairman), Mr. Joel Barnett, Sir Henry d’Avngdor-%
Goldsmid (ex-officio), Mr. Drayson, Mr. Duffy, Mr. Richard Hornby, Mr.:

Mark Hughes, Mr. Maxwell-Hyslop and Mr. Charles Morrison. 8

2. During the inquiry, 37 witnesses or groups of witnesses gave oraé
evidence ; all hearings were held between 9th May and 11th July apart©
from one on 23rd October. 32 of the 37 were industrial, mining, com-%
mercial and financial undertakings. Except in one or two cases where—
special circumstances precluded it, each firm was represented by its Chairman;.n;'
and such directors and senior executives as he wished to accompany him.(f)
Several of these witnesses came from South Africa, some being South Africann
citizens. The Sub-Committee also took oral evidence from Government®>
departments (the Department of Trade and Industry, the Export Creditgm
Guarantee Department, the Foreign and Commonwealth Office and the?{b:
Treasury), the T.U.C., the United Kingdom South Africa Trade Assoc1atloru\>
(UK.S.A.T.A.). Mr. Charles Harvey, who had undertaken research into the(-)
subject, and Mr. Adam Raphael of the Guardian. This evidence was takenJ
in public., and has been published seriazirn (H.C. 268-i to H.C. 268—xvi of=2
1972—-73). Almost all the witnesses also submitted written memoranda. In;.*
addition, well over a hundred other firms produced memoranda in answer(Z
to a request from the Sub-Committee. All the oral and written ev1dence
is now published or republished together in four volumes, H.C. 211 to 21-1IV

of 1973-74.

3. From the beginning we were fully aware both of our role as a Committee
of the House of Commons with no powers other than those of Parliament,
and of the extent to which our terms of reference excluded certain broader
considerations about British firms in South Africa. In view, however, of
the widespread interest in our inquiry and in order to avoid misunderstanding,

395250 A4
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O

the Chairman of the Sub-Committee made a statement at the beginnirg of
our first public hearing on 9th May, the relevant parts of which we feédl it

desirable to reprint here (Q. 1): =
P

=

This is a Sub-Committee of the Expenditure Committee, appoint by
the House of Commons in 1971 as the successor to the Estimates Comnfittee,
which enjoyed a life of some fifty years as a senior Select Committee o the
House. The Expenditure Committee, like the Estimates Committee bdfore
it, carries the full powers of the House to send for persons and pape nd
its Sub-Committees carry in this respect the full powers of the Comrkrittee
itself. The Committee is free to interpret the terms of reference given (o it
by the House and to choose its course of action. Its proceedings,nand
therefore those of its Sub-Committees, which include oral evidence ven
here and written evidence submitted to the Sub-Committee and subsequently
published, are fully safeguarded by Parliamentary privilege, by which 1
mean that they cannot be the subject of civil or criminal action.(!) £

This is not, and could not be, an inquiry into the domestic policié® of
the South African Government. Such an inquiry would be improperg for
a Select Committee of the House concerns itself only with matters withix the
sovereignty of the United Kingdom Parliament. This Sub-Commitbtee’s
responsibility is in the sphere of trade and industry, an area in which pmblic
expenditure, including expenditure on export promotion, is substaBtial.
The extent to which United Kingdom Governments encourage overseas
investment and assist British industry by advice and other means for’this
purpose is also relevant to our inquiry. I am sure that we shall be con us,
at all times, of the contribution that British firms operating abroad ke
towards Britain’s prosperity. I am equally sure that they will recognisexthat
openness is the best defence against misunderstanding and rnisrepr&eent%on.

Perhaps I should add the obvious point that this is not a court of law.
There are no defendants today or on any future occasion. Any rendarks
made in the course of questioning by any member of the Sub-Com tee
carry no implication for the views of the Sub-Committee as a whole. e
Sub-Committee can have no collective views until it completes and pubBshes
its report. Similarly, it would be wrong to assume that the form or one
in which questions may be asked represent more than the techniques at
members regularly employ in the course of our proceedings. Our obligation
on this, as on all occasions, is to seek the truth in the manner we @nk
best within our rules of order. o

There is one further point. We have called for oral evidence frgm a
number of firms and from other witnesses. But it would be wrong, a in
my view unfortunate and unfair, if the fact that we had summoned cettain
witnesses rather than others were regarded as in itself significant. No@ing
of this kind should be read into our selection of witnesses or the ordeg of

their appearance, either now or in the future. =3
9%

4. The Chairman made a further statement at a public hearing on 4th %ly.
from which we quote (Q. 2215): =

o
In view of the very considerable evidence that we now have, andJthe
task of digesting it in preparation for our report, the Sub-Committ as
decided to discontinue its regular oral hearings today week, 11th July.
This does not, of course, preclude further oral hearings. We could choose
to call witnesses at any time until our report is complete. Least of all
does it preclude further requests for written evidence. On the contrary, as
our examination of the written evidence proceeds, it is likely that we shall
ask, from time to time, for further help from firms. We shall also bear
in mind the need to up-date evidence, given that our report to the House
will inevitably be published towards the end of the year while the bulk of the
oral and written evidence was submitted to us in May and June.

(1) i.e. in the United Kingdom.
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It is common to the experience of Select Committees of the House thaa
they receive requests to give either written or, more often, oral evidenceX
in the course of their inquiries from a variety of interested people an
organisations. We have been no exception. As far as written evidence i
concerned, we have not mecessarily discouraged offers, while retaining ourt?
right to decide what is germane and should be published. As for oral,:E
evidence, we have inevitably had to bear firmly in mind not only our timeJ:
table but our terms of reference. 1 made clear at the beginning of our
hearings that this was not, and could not be, an inquiry into the polici
of the South African Government. Nor is it within our terms of referencem
to consider proposals for the withdrawal of British investment from SouthO

Africa. '
NS

The Sub-Committee fully understands the deep and genuine emotions3
surrounding the whole question of the involvement of British industry in
South Africa. It also and similarly recognises the reservations that someQ
people have had about any inquiry at all, even within our existing termsS
of reference. To pursue an apparently middle course is difficult but thisg]
is what we shall continue to do. It is our obligation to Parliament. We are_;

grateful to all those who are helping us. =

£
Qo

5. In practice, a number of witnesses referred in passing to the principlex
of investment in South Africa and the written evidence frequently does so.lg
In addition, we have thought it right to publish in full the memorandump
sent to us by the Anti-Apartheid Movement (11. 1012), which for the most party
deals with the role of British investment in South Africa rather than withX
the specific matters of our inquiry. We do not wish it to be thought thatx>
we are unaware of this issue, or that by excluding reference to it fromg
our Report we are adopting any view whatsoever of our own. We fully:
appreciate the attitude of those who hold strong views on the question o
principle, but whether or not individual members of the Sub-Committee=
share these views does not arise on this occasion. Our collective task is=
to work within our terms of reference and not to exceed them. CZ)

—

6. Once our terms of reference werc agreed we were anxious to proceed%
without delay to invite firms to submit written evidence and to begin our?;
oral examination of witnesses. We took the view that this would enable.
us to see more clearly what further investigations might be appropriate to$?
the successful completion of our inquiry, including the question whether ain
visit to South Africa should be made. In due course several witnesses, %
for example U.K.S.A.T.A. (Q. 66). the British Leyland Motor Corporation3
(B.L.M.C) (Q. 274-5), Mr. Raphael (Q. 1046) and Great Universal Stores{3
(Q. 2632-3) suggested that such a visit might be valuable. The question®?
was then considered.

GZ100%d

7. In normal circumstances, when a visit abroad by a Select Committee=d
has been authorised by the House the proper courtesies alone are involved.©
The foreign government is informed of the Committee’s intention to travel,
which it then does freely and with goodwill. But in this case, bearing in
mind the reported remarks of representatives of the South African Government
when the inquiry commenced, it was unrealistic to assume that such a
course could be readily followed. It seemed to us both to make practical
sense and to be a means of safeguarding the dignity of Parliament to seek
an indication in advance of the probably reaction of the South African
Government, should the Sub-Committee finally decide that it wished to go.
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8. Accordingly, the Chairman was authorised to write in the followipg
terms to the South African Ambassador: 8

I am writing to you in my capacity as Chairman of the Trade and
Industry Sub-Committee of the Expenditure Committee of the House(of
Commons. =

As you may know, my Sub-Committee is currently conducting "an
inquiry into the wages and conditions of work of Africans employed_by
British firms in South Africa. We have received written evidence f
over a hundred of them and have been taking oral evidence in puhlic
hearings since Easter. We have in mind to make our report to Ghe
House of Commons before the end of this year. '

It may be helpful for you to see the enclosed copy of a staten%nt
I made when our inquiry opened. w
The question now arises whether the Sub-Committee should git
South Africa. It has been put to us by a number of witnesses tha¥+it
would be desirable to do so in order to understand fully problems on She
spot. We are anxious, of course, that our report should be informed,
balanced and fair. <

However, before proceeding further, my Sub-Committee feels thaéit
would be right for me to discuss the matter informally with you. I hgpe
very much that you will feel the same. =

9. A meeting between the Chairman and the Ambassador took placeZén
10th July. When the outcome of this was reported to the Sub-Commi%e
the Chairman was authorised to write a second letter. He did so on
19th July, as follows : =

I was glad to have the opportunity of calling on you the other day.

3
I have since reported the gist of our conversation to my Sub-CommifOR:e
and discussion about a visit to South Africa has taken place.

However, my Sub-Committee is anxious that there should be no possibéy
of misunderstanding about the matter, which I also took to be your wish
when we met.

I explained to the Sub-Committee that you had told me that pupfic
opinion in South Africa would not take kindly to a visit and that, in thuse
circumstances, your Government would be unwilling to permit one.

Would you be good enough to confirm that this fairly represents the
position?

SYgEN

10. The Ambassador replied on 23rd July, as follows:

Thank you for your letter of 19th July. I, too, was glad to have e
opportunity of meeting you and feel that our conversation served a us |
purpose.

1 appreciate your Sub-Committee’s anxiety that there should be Bo
possibility of misunderstanding about the matter and I share their views3n
this respect. Accordingly, I am taking the opportunity of enclosing a c&py
of the notes made in the Embassy on the occasion of your visit. They -sit
out the views that I expressed to vou at the time, and explain the reasghs
why I hoped that your Sub-Committee would not find it necessary formally
to request that it visit South Africa as part of its deliberations.

The notes to which the Ambassador refers are published in full as an
Appendix to this report (pages 103-6), as this now seems to be the only fair
way of setting out the Ambassador’s position. It should be emphasised that
the record is the Ambassador’s own, and not in any sense an agreed omne.
We then considered the matter further, taking note in particular of the
Ambassador’s confirmation that, in the event of the Sub-Committee deciding

#35YD

ot
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to visit South Africa, it was unlikely that we would find ourselves free tod
conduct our investigation there. In the circumstances, it was decided tha
there was little point in seeking to resolve the main issue of whether or no2
we wished to go.

"11. In determining the subject of our inquiry, we decided to confine our
selves to wages and conditions in the Republic of South Africa itself. The<

Ou2oTTd

TVl

fact that we restricted our inquiry geographically in this way carries ngZ
implication for wages and conditions elsewhere. ITI

12. We initially approached 163 British companies which we believed to:
have some business interests in South Africa. After the exclusion of tho
which held only dormant companies and of companies which employ
only one or two Africans or none at all, we eventually received evidenced
from 141 companies. We appreciate that some British firms possessing sub<*
sidiaries or associates employing Africans in South Africa were not included®
In our inquiry. However, our coverage is sufficiently large and representatives
to provide a basis for analysis and recommendations. 49 of the top 100|>
companies in the United Kingdom were covered by our inquiry.(*) Of thc:)seJ>
excluded several were United Kingdom subsidiaries of multinational com=
panies whose affiliates in South Africa were not the responsibility of thﬁI|
U.K. companies. o

13. The 141 British companies included in our survey had business interestg
in over 600 companies in South Africa (excluding dormant ones). Thg
dominant activity of their South African affiliates was manufacturings
Class1fy1ng companies in broad sectoral terms, some 53 per cent. were engaged'
in manufacturmg, 20 per cent. in services, 9 per cent. in mining, and 10 p€8
cent. in mixed activities normally mcludmg manufacturing, while some weres
holding companies. They employed in total some 355,000 workers, of whom%

about 98,000 were classified as White and over 210,000 as African. =

14. Those firms who gave oral evidence were chosen for a variety of2
reasons ; they included many of the largest British firms, or firms with thd]]
largest interests in South Africa, but there were also a number of smallert?
firms. Others were chosen because they represented different degrees
control, legal and otherwise, over the subsidiaries or associated companies inr
South Africa. There was no question of picking out *“ good > or ‘ bad
employers. The terms in which we requested written evidence from firmsy
are printed with the evidence (I. 90-91). In addition to specific questions3
we invited firms to make any other observations they might wish. In framin%
our questions we sought to distinguish between information which might bey
commercially damaging to a firm and information which might be merelyo
embarrassing. Clearly we had to rely to a great extent on the mformatlonn
provided by companies, many of whom in turn relied on information sentcn
by their South African affiliates, and it was impossible for us to verify it.
For the most part firms were forthcoming and cooperative. We appreciate
the considerable effort that went into the preparation of evidence, often
involving visits by directors and executives from the United Kingdom to
South Africa, or vice versa. We wish to express our thanks to these firms
and to our other witnesses.

(1) The Times 1,000: Leading Companies in Britain and Overseas 1972-73. Times
;Newspapers Ltd., London 1973, Table 1. The companies are listed in order of size of total
urnover.
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15. In view of the complexity, detail and sensitivity of much of %e
information which the Sub-Committee was bound to require from firmgZin
order to form an accurate picture of what went on, we tried to progxde
every opportunity for the revision and updating of written evidence. ¢We
were also aware that our original request for information, even given a pefod
of grace, obliged firms to submit their memoranda within a limited time.
Firms were invited to revise or expand their memoranda when their initjal
submissions fell noticeably short of the thoroughness of the majority, d
when the size or nature of their operations in South Africa justified this. @In
practice, other firms took the initiative in corresponding with our Clerk. ' In
the taking of oral evidence we tried to meet the convenience of firms irg3so
far as this was possible within our own tight timetable. Finally, we woate
to every firm early in September inviting it, if it wished, to let us have ghy
updating information before the end of the month. In this way we hoged
that, given the procedures of the House and the hazards of printing, tRere
would be little out-of-date in vur Report. =3
-
16. We were fortunate to have the services, as specialist adviser, of r.
John Knight of St. Edmund Hall and of the Institute of Economics and
Statistics at Oxford University. The volume and complexity of the evidence
we received and the fact that the Sub-Committee was simultaneously engaged
in completing its work on another major inquiry entailed a heavier burgen
on Mr. Knight than is usual with the specialist adviser to a Select Commiffge.
We would like to express our gratitude to him for his help.

6GL100vdOE202#3SYI - SYITd NOWWO3 - AN
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Chapter 2

THE SOUTH AFRICAN SETTING

4 ATI¥DINQHLD313 ™

17. British companies operating in South Africa do so within a particular_
economic, social and political framework. Without an understanding o
this framework the evidence of companies cannot be evaluated and theg,
reasoning of the Committee may not be apparent.

€20

18. South Africa occupies an intermediate position between the countrie$?
conventionally grouped as * developed ” and those conventionally grouped aS§;
“ less-developed . For instance, in 1969 the national income per capit&°
of South Africa, converted into dollars at official exchange rates, was $680 &
less than half the corresponding figure of $1830 for the United Kingdom bugs
more than three times the figure of $170 for Africa as a whole.(!) Income-
per capita in a country can, however, be a misleading indication of th&
income levels of the majority of its people: much depends on the distributior;_i,:j
of income. In South Africa there are large racial disparities in incomg
(see paragraphs 21 and 32). In some respects the South African econom
resembles those of developed countries, in others those of less-develope
countries, but it also possesses characteristics which are unique. %

19. South Africa resembles developed countries in the importance ang
character of its industry. Manufacturing is the largest sector of the economy=
accounting for 23 per cent. of Gross Domestic Product in 1970.(%). It nov%
exceeds the combined size of the two sectors which formerly dominated the
economy, marketed agriculture (9 per cent. of G.D.P. in 1970) andu
mining (11 per cent.). But South Africa resembles the majority of lesstn
developed countries in its abundance of unskilled labour, most of which ig
African. The number of Africans classified as ‘ economically active” in
1970 was 5-61 million, of which only 0-51 million were engaged in manufac‘;_;‘
turing.(®® The more important sources of African employment were services?
(1-06 million) and agriculture (2-01 million), which take up residual labouky
in activities with low productivity. %

[4%]

20. In 1970 the population of South Africa totalled 21-4 million, of whonﬁg
15-1 million were racially classified as Africans, 3-8 millions as White
and 2'S million as Coloureds and Asians.() No less than 10-3 millionQ
or 48 per cent. of the population, lived in urban areas. In the case ofj
Africans, 50 million_were in urban areas and 10-1 million in rural areas®©
Of the rural Africans 6-4 million lived in the so-called *“ Bantu homelands .
Thus 33 per cent. of Africans were resident in urban areas, 24 per cent.

(1) United Nations, Yearbook of National Accounts Statistics, 1971, Vol. IlI, New York,
1973, Table 1B.

(® South African Reserve Bank, Quarterly Bulletin, No. 108, June 1973, S-71.

(3) Republic of South Africa, Department of Statistics, Bulletin of Statistics, Vol. 7, No. 2,
June 1973, Table 2.1.1.

(%) Ibid., Table 1.1.1.
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in rural areas outside the Bantu homelands, and 43 per cent. in the n@FI
Bantu homelands. -

21. The Bantu homelands account for 12-5 per cent. of the land aga
of South Africa.(}). Economic activity in the homelands is very larg@ly
agricultural production by peasant farmers for self-consumption. An Offi¢tal
Commission, reporting on the African reserves in 1955, presented a pictlze
of “‘inefficient methods of cultivation”, * increasing soil erosiomd’,
** diminishing fertility °, “ low yields from crops and livestock , * extrenig]y
low incomes from farming™ and poor standards of diet and health3®?)
It argued that the reserves were too heavily populated for efficient farmigg,
and that *“to open the way for efficient agricultural development of f£he
Bantu Areas, approximately half of the present population will, therefds®,
have to be removed eventually from the agricultural land ”.(*) Betwfgn
the census years 1951 and 1970 the de facto African population of rizal
Bantu homelands increased from 3-6 million to 6-4 million.(!) Populat@n
density per square mile of the Bantu homelands rose from 63 in 19510
119 in 1970.¢) Foo

22. Between 1960 and 1971 recorded African paid employment 'mcrea§d
on average by 4 per cent. per annum.(®) However, this represented an
absolute increase of less than 800,000,() to be compared with an incredde
in the *‘ economically active’ African population between the 1960
1970 censuses of more than 1-7 million.(])) The other work-seekers—numbrer-
ing not far short of a million—entered varying degrees of unemployment
underemployment, largely in the Bantu homelands. The recorded Afridan
population grew by no less than 3-2 per cent. per annum between El:;e
censuses ;(°) a rate which implies a doubling of population in only 22 yeaps.
Like many less-developed countries, in the face of such a * populat
explosion ” South Africa has an enormous and growing problem of provid
employment for all her people. The employment problem for South Africgn
nationals is accentuated by the recruitment of foreign migrant workefs,
mainly in mining where nearly 300,000 foreign Africans were employed@

1971.(9 wn
23. The African employment problem has grown despite the fact that('in

recent years South Africa has enjoyed economic boom and rapid grow@.
Between 1960 and 1972 the G.D.P. increased in constant prices at En

(1) South African Institute of Race Relations (S.A.I.R.R.), A Survey of Race Relationsin
South Africa in 1972, Johannesburg, 1973, pp. 166-8, quoting from official sources; gid
Union of South Africa, Official Yearbook, No. 30— 1960, p. 10. D

(2) Union of South Africa, Surnmary of the Report of the Commission for the Socio-Economngc
Development of the Bantu Areas within the Union of South Africa, 1955 (Tomlinson chog),

Lawe ]

p. 112,
) Ibid., p. 114, ) ) - . Tl
(%) Ibid., p. 49; and Republic of South Africa, Department of Statistics, Bulletin of Statisiigs,
©

Vol. 7, No. 2, June 1973, Table 1.1.1. . c
(5) Tomlinson Report, p. 49; and S.A.LLR.R., op. cit.,, p. 168, quoting from the official

publication Banru, January 1972. L

(6) Republic of South Africa, Department of Statistics, Bulletin of Sratistics, January 1963,
Table B-3, 5 to 9; March 1973, Table B-5, 7, 19 to 21. The data cover mining, manufacturing,
construction, transport, communications and public service.

(7) African agricultural employment, reported in Sourh African Statistics 1970, H-46, is
also included in this statistic; domestic service employment and casual employment are
excluded.

(8) Bulletin of Statistics, June 1973, Table 2.1.1.

(%) Ibid., Table 1.1.1. . L.
(10) Mine Labour Organisations Limited, Report for the year 1971.
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average annual rate of 55 per cent., high by international standards.(lsg,.
There was no similar employment problem for Whites because a hi
proportion of Whites were skilled and qualified workers (see paragraph 24)O
Registered unemployment of Whites did not rise above 17,000 during this=
period, and was as low as 5,500 in March 1973.(® Indeed, the acute shortagé_;
of skilled and qualified workers is believed by many commentators to havq:
<

been a major constraint on the growth of the economy since 1960.(°)
mi

24. The occupational structure in South Africa differs greatly accordin
to race. Combining the occupations “ professional, technical and relate
workers 7, ““ administrative and managerial workers > and * clerical workers ”" .,
we find that 46 per cent. of the “economically active” Whites were sdQ
classified in the 1970 census.(*) By contrast 3-5 per cent. of the ‘ economic®
ally active” Africans were in that category in 1970, albeit more than th
corresponding proportion (2 per cent.) in 1960. The Coloureds and Asians_I
as in many other respects, occupied an intermediate position (11 per centf
in 1970). A survey conducted in 1972 provides another guide to the occue
pational structure of African employees.(®) Africans were classified intg
eight grades in ascending order of skill. We would judge from the evidencer
of the survey that 60 per cent. of the sampled African employees werd=
unskilled, 36 per cent. semi-skilled and 4 per cent. skilled.(®) :'U

25. The occupational structure reflects in part the differences among thé-lz)
races in access to education. For instance, the 1960 census reveals thatl,
in the age-group 20-64, 54 per cent. of Whites had successfully completcc%
10 years of education whereas 23 per cent. of Africans had done so.() In
1967 there were 245,000 White children enrolled in secondary schools butd
only 72,000 Africans.(®) The occupational division by race is also due partl
to the official policy of ¢ job reservation ”. The Government has the poweE
to reserve any class of work in a plant or industry for workers of a specifi
race, or to compel employers to employ workers of different races in certai
proportions.(*) However, employers can apply for official exemption fronr-
job reservation declarations. Specific statutory colour bars also exist in th
mining and building industries. Of the reservations so far declared, mosf{’
prohibit Africans or Non-Whites from performing certain skilled jobs. Imy
1972 less than 3 per cent. of South African employees were ‘¢ potentially®
affected > by job reservations under the Industrial Conciliation Act, an

-
(1) United Nations, Yearbook of National Accounts Statistics 1971, Vol. 11, p. 310, an(B
South Africa Rescrve Bank, Quarterly Bulletin, No. 108, June 1973, S—69. oS

(2) Republic of South Africa, Department of Statistics, South African Statistics 197
H-71, and Bulletin of Statistics, Vol. 7, No. 2, June 1973, Table 2.5.2.

(3) For summary of views sce Muricl Horrell, South Africa’s Workers, S.A.1.R.R., 19693
pp. 83-7. =

p(4) Republic of South Africa, Department of Statistics, Bulletin of Statistics, Vol. 7, No. I
June 1973, Table 2.1.2. L. PE

(5) Productivity and Wage Association, Wage Survey 1971-1972 (Johannesburg). Thé®
readcr is referred to the introductory comments which explain and qualify the survey.

(6) 1bid., p. 3. We classify grades 1 and 2 as unskilled, grades 3-6 as semi-skilled and
grades 7 and 8 as skilled. Grade 3 requires ° little education ’ but ‘definite on-the-job training
of up to three months *> (the examples given include machine attendant and office messenger).
Grade 7 involves * varied and complex ’ tasks and °skills based on practical know-how ”,
e.g. warehouseman and dispatch overseer (ibid., p. 1).

() Republic of South Africa, Department of Statistics, South African Statistics 1970, A-27
and A-31.

(8) Ibid., E-17 and E-32. ° .

(®) Industrial Conciliation Act, No. 28 of 1956, Section 77.
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many exemptions from these declarations had been granted.(!) The wEgc-
spread exemptions from job reservation declarations are generally attribt%d
to the increasing shortage of semi-skilled and skilled labour. The effectof
the legislation may be greater than this account would suggest: it has b%n
said that the possibility of a declaration deters many employers f5sSm

promoting Non-Whites if this is opposed by their White workers.(*) —
=<

26. The shortage and low productivity of land, and the consequent povéRly
in the Bantu homelands, cause many reserve families to depend on [he
remittances of members temporarily absent from the reserves to earn wagesX®)
The scale of such migrant labour is difficult to quantify : one estimate is fhat
over a million Africans—about half the number in registered employmerf3—
were temporary absent from the Bantu homelands in 1971.(*) The s&he
source estimated that in the five main cities the proportions of economic@ly
active African men living in single accommodation are as follows : Johannes-
burg 49 per cent., Cape Town 85 per cent., Durban 55 per cent., I‘ﬁrt
Elizabeth 20 per cent. and Pretoria 47 per cent.(®) The migrant labSur
system is to a considerable extent enforced by the Government : it befdg
Government policy to discourage the permanent settlement of Africans
outside the Bantu homelands and to grant Africans political and other rlggts
only in the Bantu homelands (see paragraphs 27-8). ps

27. In South Africa the lives of some citizens—the Africans—are clogy
controlled by laws and regulations governing residence, mobility and cmplgf
ment. All men and women racially classified as Bantu are obliged to ca%y
a reference book of personal particulars, and failure to produce this * pas§”
on demand can lead to immediate arrest.(®) Between June, 1970, and J .
1971, 615,000 Africans were sent for trial for offences against the laws %
regulations generically known as * pass laws >’.(*) Africans have no freeh&ld
rights outside the Bantu homelands.(®)) The only Africans who have sdae
security to remain in an urban area outside the homelands are those
have lived in that particular area continuously from birth, or have lawf
lived there for 15 years, or worked there continuously for the same employsr
for 10 years.(® These people can be tenants of family houses in Afri&3n
residential areas if housing is available and official permission can ¢he
obtained.(*®) The wives and children of men who qualify to live in an urb3n
area have mo right to live with them permanently unless they can show t
they entered the area lawfully.(*!) But it is said that there is now an Lmbago

(l) Reply by Minister of Labour, House of Assembly, Questions and Replies, 1972, c.?gs

(2) Munel Horrell, Legislation and Race Relations, Revised Edition 1971, S A.I.R.R., p. E)
(3) Tomlinson Report p- 112,

(4) Francis Wilson, Migrant Labour in South Africa, Johannesburg, 1972, 77. O
(5) Ibid., pp. 75-76. The data relate to the period 1971-72 and only to thosc living \Mbhjn

municipal "boundaries.
() Bantu (Abolition of Passes and Co-ordination of Documents) Act, No. 67 of 195‘5'%9

amended, Section 5. . .
M Annual Report of the Commissioner of the South African Police for July 1970 to June

1971, R.P. 40/1972, p
(8) Bantu Land Act No 27 of 1913 as amended, Section 1; Bantu (Urban Areas) Consoli-
dation Act No. 25 of 1945 as amended, Section 6.

() Ibid., Section 10.
(10) chubllc of South Africa, Government Gazette Extraordinary, 3rd December 1965,

Government Notice No. R. 1892 Ch. VIII, Sections 10 and 14.
(11) Bantu (Urban Areas) Consolidation Act No. 25 of 1945, as amended by the Bantu

Laws Amendment Act, No. 42 of 1964, Section 10.
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Johannesburg, 1971, p. 8.
Labour Regulations (Bantu Areas), Sections 6, 12, 13, 17, 21.

Section 7.
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h
on African women entering nearly every urban area for purposes of workE-_l)
or residence.(’) Africans not qualifying to remain in an urban area can beXD
there only if permitted as temporary visitors or ‘‘ contract labourers ”.('“’)%
Contract workers cannot have their families living with them and must&
generally stay in single accommodation.(®) Those who entered a contract|3_>
with an employer in an urban area before April, 1968, and who remain inz
his employment for 10 years can qualify to remain permanently in the area,
but no-one who entered a contract after that date can qualify to remain in ther—
area through contiuous residence or employment.(®) Another form of control
over residence is through the availability of housing. It is reported that in
some urban areas there are people qualified to be tenants of African family &
homes who are on waiting lists.(®) Very little additional family housing isf3
now being built for urban workers except where it is possible to do so inQ
nearby homelands.() =

28. The recruitment of African workers takes place through labour bureaux.
Unemployed Africans in urban areas must register with a bureau and no$
employer may hire an 9frican without permision of the bureau.(’) Permission
is granted only to those who qualify to be in the urban area.(®)) Africans in
the Bantu homelands, if unemployed, must register as workseekers at tribal -
labour bureaux.(®) If recruited to work outside the homeland, they enter a0
service contract for a maximum period of one year, after which they mustg:)
return to the homeland.(*) Contract workers are often simply allocated tor—
employers, but if an employer wishes to re-employ someone for a further=
contract, he can be specified by means of a * call-in card >’.(*}) O

¥ 81:01 811

29. It is clear that, except in those urban areas with homelands situated8
within commuting distance, the operation of these controls on residence and =
employment restricts the number of African urban workers who can live =
with their families, and increases the dependence of employers on migrant =
labour. The controls also place enormous power not only in the hands of
officials implementing them but also in the hands of employers. For instance.
an employee may have an incentive to remain with his employer, no matter 2
how he is treated, in order to qualify for urban residence (see paragraph 27) : .
and it has been argued that contract workers’ ‘ rights to work in urban areas
are so tenuous that, regardless of how uncongenial their employment or how
poor their pay, they are forced to stay in their jobs for a year for fear of
being endorsed out of the area and back to the homelands >.(*?)

(1) The Black Sash, Memorandum on the Application of the Pass an_(_I ln_ﬂ:m; wConrr;I,

(?) Government Gazette Extraordinary, 29th March 1968, Proclamation No. R. 74, Bantu

100¥d3EC0C#ASYD

@) Government Gazette Extraordinary, 14th June 1968, Government Notice R. 1036, Ch. 2

]
6L

13(") Government Gazette Extraordinary, 29th March 1968, Proclamation No. R. 74, Section ¢©

(®) S.A.LLR.R., A Survey of Race Relations in South Africa 1971, pp. 164-7.

() Ibid., 1971, pp. 163-70; 1972, p. 140.

(7) Government Gazette Extraordinary, 3rd December 1965, Government Notice No. R.
1892, Ch. VIII, Sections 10 and 14.

(8) Ibid., Section 10.

(®) Government Gazette Extraordinary, 29th March 1968, Bantu Labour Regulations

(Bantu Areas), Section 6.

(10) Ibid., Sections 13 and 14.
(Y) Ibid., Section 10.
(12) The Black Sash, op. cit., p. 56.
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30. The wages of African workers are determined in one of the folll-rI ing
ways. First, statutory minima for each grade of worker in an indystry,
either national or local, may be laid down by the Minister of Labo& on
recommendations made by the Wage Board. About 300,000 Africans=yere
so covered in 1972.() Secondly, wages for each grade of worker an
industry, either national or local, may be determined by Industrial Cduncil
agreements reached between representatives of employers and registered
unions, which are then given legal force in the industry. By law Agcan
unions cannot be registered and Africans cannot join registered unidns.(%)
African workers must normally rely on the registered (i.e. White, Col&red
and Asian) unions and on a White official of the Bantu Labour Boa to
represent their interests.(’)) About 540,000 Africans were coveredd by
Industrial Council agreements in 1972.(*) Thirdly, wages may be dete Ained
by an employer either unilaterally or in consultation with his wogkers.
The majority of African wage-employees fall into this category. =

31. African trade unions are not illegal but they enjoy no legal rights.(*)
A survey in 1969 revealed 13 African unions with a total membershi of
16,000,(®) whereas in 1945 union membership had totalled 150,000.(°) ost
of the unions are financially weak and ineffectively organised. The f&lure
of African unionism has been attributed to the lack of legal recognition
and exclusion from collective bargaining, the hostility of employers:—uthe
migrant labour system, and action or the threat of action by Gove ent
against African union leaders under the Republic’s security laws (II. 6@—3).
Industrial conciliation in disputes involving African employees is cafried
out by White ‘ Bantu labour officers” and Government-appointed ?om-
mittees, which eventually report unresolved disputes to the Ministgn of
Labour who can make binding determinations (I1.665). Amending lef&dsla-
tion enacted in 1973 after the wave of illegal strikes lifts the total b on
strikes by African workers but permits such strikes only on certain restrictive
conditions (II. 667).(®) Previous legislation provided for the setting of
statutory works committees in establishments employing more thap= 20
Africans, upon request from the African workers (II. 665-6). Very few @ere
set up: non-statutory committees, being more flexible, were prefé?red
(II. 666). Amending legislation was enacted in 1973, by which statt'x{.ory
liaison committees and works committees can be set up at the reque3t of
either workers or employers, and can discuss and negotiate on all méﬁers

concerning the workers’ conditions of employment (II. 666). 5

32. There is a great disparity between the average earnings of Whit 3 nd
African workers in South Africa. This is revealed in Table 2—-1. In 72
in the mining sector the average earnings of Whites were about 18 tines

<

(1) Reply by Minister of Labour, House of Assembly, Questions and Replies, 1972,9315.
85- ~J

(2) Industrial Conciliation Act, No. 28 of 1956 as amended, Sections 1 and 3. a

(3) Amending legislation in 1973 made it possible for Africans to be nominated to attend
industrial council meetings as members of works or liaison committees (Bantu Labour
Relations Regulation Amendment Act, No. 70 of 1973, Sections 2 and 5).

(%) Reply by Minister of Labour, House of Assembly, Questions and Replies, 1972, cols.

(5) Bantu Labour (Settlement of Disputes) Act, No. 48 of 1953.

(6) The report made by the General Council Delegation of the TUC after its visit to South
Africa (December 1973) stated that the membership of African trade unions could hardly
have exceeded 25,000.

(7) Muriel Horrell, South Africa’s Workers, S. A LR.R., 1969.

(8) Bantu Labour Relations Regulation Amendment Act, No. 70 of 1973, Section 9.
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the cash earnings (excluding benefits-in-kind) of Africans. The ratio was 2
lower in manufacturing (6 to 1) and for all sectors combined (7 to 1). These
very large differences in average earnings by race are no doubt funda- ©
mentally due to the occupational stratification by race in which most Whites 5
are skilled and qualified and most Africans are unskilled, to the shortage of x>
skilled and qualified labour and the abundance of unskilled labour, and to —
the strength of White workers possessing trade union and political rights
and the weakness of African workers denied both.

33. The table also shows that average earnings in real terms—i.e. allowing O
for the increase in the cost-of-living—rose significantly for both Africans
and Whites between 1960 and 1972, but that in every sector the percentage 3
increase was somewhat greater in the case of Whites. African real earnings @
rose least rapidly in mining, the sector drawing heavily on foreign migrantg
labour. The twelve years can be divided into three periods. Between 1960 T
and 1965 real average earnings rose fairly equally for the two races, between
1965 and 1970 the ratio of White to African earnings increased markedly S
in every sector, and after 1970 this trend was slightly reversed. Table 2—2%
shows annual changes in average earnings since 1969. The index of average
earnings is deflated by the official index of consumer prices. However. this =
an index related to the expenditures of White households and it could :‘U
well be a misleading guide to increases in the African cost-of-living. NoZJ
official cost-of-living index relevant to African households is published. T
The period after 1969 was one of accelerating inflation, associated with 0
depreciation in the foreign exchange value of the Rand and rising prices of =
imported goods.(!) The consumer price index increased by 4-1 per cent. ;
between 1969 and 1970, by 5-7 per cent. between 1970 and 1971, and by O
65 per cent. between 1971 and 1972.(®) At the same time the increase in
average real earnings of White employees experienced a sharp deceleration, =
falling from 8 per cent. between 1969 and 1970 to almost zero between 1971 O
and 1972. There were sectoral differences in the behaviour of African real
earnings. c¢.g. the increase was concentrated in the first two years in the r—
case of public services and in the last year in the case of mining. Overall, L
however. the average money earnings of Africans accelerated sufficiently for @
their real earnings to grow steadily at about 4 per cent. each year. -

10414

314 A

69.100vd3EC0C#ISYD

(1) South African Reserve Bank, Quarterly Bulletin, June 1973, No. 108, S-63 and S-86.
(2) 1bid., S-85.
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TABLE 2-1

Average Earnings per Month, 1972, and Index of Average Real Earnings
by Sector and by Race (1960 =100)

DINOHLOA T3

Average earnings
per month, 1972

A
L

Index of average reall—
earnings (1960 =100)( _)<

3
Ratio of E
Rand White/ 1960 1965 1970 w72
African !
D
Mining and quarrylng: =
African ) 22 100 114 117 | o7
White . 399 18:1 100 116 139 axo
S
Manufacturing: -
African 60 100 123 135 il
White ... 357 6:1 100 123 150 ‘-_L:’-SQ
Construction: £
African 60 100 125 132 5
White ... 372 6:1 100 124 153
Combined public authormes(Z) !
African . .. 51 100 104 117 0
‘White . 320 6:1 100 106 142 5
All these sectors(3), (4)
African 47 100 122 138 1
White . 348 7:1 100 115 146 4
Sources:

Republic of South Africa, Department of Statistics, Bulletin of Statistics {(quarterly), v
issues; South African Statistics 1970, Pretoria.

Q
o
®

6L 1007 dIEC0c#3SYD - SV 1d NOWROD - GV THS R

(1) The Index of Consumer Prices is used to derive the index of real carnings.

(2) Central Government, Provincial Administrations and Local Authorities combined.

(3) Only in the sectors shown are data available for all the years covered by the table.

(4) The better performance of the index of African earnings in relation to White earnings
in the total than in any of the individual sectors is the result of the growing proportion of
African employment in the higher-paying sectors.
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TABLE 2-2
Percentage Change in Average Real Earnings over Previous Year, by Sector and by Race
| )
l 1970 1971 i 1972

Mining and quarrying: ‘

African ... , 0-9 0-4 8-2

White ... ' 5-5 0-8 —0-7
Manufacturing: i

African . .. ‘ 2.7 2-4 2-0

White ) 5-6 5-6 0-4
Construction: i

African ... e 2-1 2-1 72

White ... e 4-9 5-1 —0-6
Private Services(1): !

African ... e 4-7 0-3 2-9

White | 5-3 3-0 2-5
Public Services(2): |

African ... o 11-5 10-0 i —2-0

White - 10-3 2-4 | —4-8
Public Authorities(3): |

African ... 5-2 8-5 2-4

White ... 13-4 6-4 2-2
All sectors: |

African... e | 4-1 4-5 4-0

White ... l 7-7 4-2 0-4

Percentage Change in Average Money Earnings over Previous Year, by Race

’ 1970 1971 1972

Al sgclgqrs: ! 8.4 10-5 10-6

White ... eee J 12-1 10-1 6-9
Source:

Republic of South Africa, Department of Statistics, Bulletin of Staristics, Vol. 7, No.
June 1973, Tables 2.2.1-21, 2.3.1-19 and 3.3.2.

6S.1007dOE202#3SYD - SVEIﬁd NDV\IWQ)O - ONVTHOIY - AV £G8:01 81 130 €20¢ - 314 ANV

(1) Retail and wholesale trade, banks, building societies, motor trade, hotels, laundries,
Universities.

(2) Central Government, Provincial Administrations, Local Authorities.

(3) Electricity, railways, control boards.
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Chapter 3 IJz

>

BRITISH INVESTMENT IN SOUTH AFRICA i
=

34. At the end of 1971 direct long-term private investments in guth
Africa from the Sterling Area—largely from the United Kingdom—\were
valued by the South African Reserve Bank at the equivalent of £§i50
million.(!) Non-direct long-term private investments from the Sterling @®rea
(portfolio investments) were valued at £290 million. Investments Qere
defined as direct ““if foreigners have an effective say in the policy of’the
orgamsatlon whether by virtue of share ownershlp, agreement or otherw1s<9° NG
It is possible that investments made in associated companies by soni® of
the British companies we examined were classified as non-direct. How@
it is apparent from these figures that portfolio investments by Bgmsh
companies, institutions and individuals—although less than direct mvesttﬁnts
—are substantial. IJ

35. Long-term private direct investments from the Sterling Area accouc:-l?ted
for 66 per cent. of the total in the Republic from all foreign countrig at
the end of 1971.(®) However, they represented less than 10 per cent. ogthe
comparable estimate of the total fixed capital stock in South Afri¢a.(Y)
The United Kingdom is still the most important direct foreign inve€stor
but foreign-owned capital is no longer a significant proportion of the 1.
In the pericd 1965-71 the flow of British direct private investment, nat of
disinvestment, in South Africa averaged £45 million per annum. TR&pee-
quarters of this investment was financed from re-invested profits, and _the
remainder was financed mainly by overseas borrowing and did not il
any outflow of funds from the United Kingdom I. 340). During xthis
period the book-value of British direct investments in South A%fica
approximately doubled, from £670 million in 1965 to £1,300 million@® at
the end of 1971, when it represented 9 per cent. of all British ect
investments overseas (I. 340). South Africa is now not greatly depe nt
for investment on foreign capital inflow: during this period net camital
inflow as a proportion of gross domestic fixed capital formation averg§ed

13 per cent.(®)
Tj

36. Total profits net of losses from British direct investments in So:uth
Africa during the period 1965-71 averaged £74 million per annum ; 415
cent. of the profits of profit-making subsidiaries and associates was rem§ ed
to the United Kingdom (I. 340 and I. 576). The rate of profit on British
overseas direct investments has been estimated for a number of countries,
including South Africa, by Professor Reddaway.(®) The estimate of the

(1) South African Reserve Bank, Quarterly Bulletin, No. 108, June 1973, S-63 and S-65.

() Ibid., S—65.

(3) Ibid., S-65.

(%) Ibid., p. 27, Table 5; S-65. <Capital is valued at depreciated original cost.

) Includmg oil but excludmg banking

(8) South African Reserve Bank, Quarterly Bulletin, No. 108, June 1973, S-77.

(7)) W. B. Reddaway in collaboration with S. J. Potter and C. T. Taylor, Effects of U.K.
Direct Investment Overseas. Final Report, Cambridge, 1968, p. 358, Table IV 5
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Pre-tax rate of profit on capital in South Africa was 14-3 per cent. compare
with 14-7 per cent. for the world as a whole, and the rate of profit afta®
deduction of South African tax was 10-5 per cent. compared with a post-ta

estimate of 87 per cent. for the world.(!) Of the 15 countries for whic

Separate information was given, South Africa ranked joint-seventh in pre-taj—
proﬁtablhty and fifth in post-tax profitability. The Republic ranked fifth<
in the size of the British stake. On the evidence available, therefore, Soutg
Africa has been one of the more profitable and the more important recipientsn
of British direct investment, but it is not exceptional in these respects.(®) IO

37. In trade the United Kingdom is both South Africa’s largest custome%
and largest supplier. Until recently South Africa was never lower thamd
the sixth largest market for British exports, taking about 5 per cent. of oug)
total exports (I. 339). The British Government’s trade promotion effort:
is small in relation to the importance of existing trade. Of the 850 seniogo
staff employed overseas by the British Government on commercial policf5
and trade promotion work, 19 are employed in South Africa. In the tw@‘l
Years 1971-72 and 1972-73 taken together, 11 per cent. of direct Govemmen§>
expenditure on overseas trade promotion was in respect of South AfricaZ

(I. 338). :;:1
38. The Department of Trade and Industry took the view that foreig
investment was beneficial to Britain, through both the resultant invisiblge&
earnings and additional opportumtles for exporting (I. 338-9, Q. 984). IE
has been the practice of successive British Governments to encourage Bnt:sl’D

investment in South Africa, on the same basis as in other parts of th
World (Q. 955). The services of insurance against the political risks o
investment, offered by the Export Credits Guarantee Department under th
Overseas Investment and Export Guarantees Act 1972, are available t
Companies investing in South Africa, but the D.T.I. said that no apphcauons'Z
had so far been made (I. 339 and Q. 998).

39. In 1969 the Duncan report on overseas representation said: “ It wilEg
be one of the functions of overseas commercial staff [of H.M. Diplomati
Service] to take an active interest in identifying attractive investment®
opportunities which may be of interest to British business . . . Eamings{%
from overseas investments and the other variegated activities which produ
invisible earnings have long played an important part in the British balan
of payments. They are as much a concern of British official representatlve[g
Ooverseas as are Britain’s ordinary export interests.”’(?)) The functions of sta
posted overseas on commercial policy and trade promotion work include®
help in finding partners for joint manufacturing ventures, providing assistancdS
to visiting businessmen, and making representations on behalf of BritishJ
firms with Ministers. officials or businessmen (I. 338). We were told thafZ
the British Government helps firms to locate opportunities in South Africa
and informs them of difficulties (Q. 956).

(1) Capital is defined as net operating assets less holding of trade investments and is based
on book values, in some cases revalued owing to inflation but mainly at historical costs.
Profits are operating profits less depreciation and exclude income from trade investments.
Post-tax profits are pre-tax profits less overseas taxation (¢bid., Interim Report, pp. 35, 133— -5).
The data appear to relate to the period 1955-64.

(2) It is true that no country in the table ranked higher bor/i in post-tax profitability and
in the size of the British stake (ibid., Table IV.5).

(3) Cmnd. 4107, July 1969, p. 70.
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Chapter 4 -

=

COMPANY CONTROL AND RESPONSIBILITY g

40. In this chapter we examine the extent to which British firms exerai
control or influence over their affiliated companies in South Africa in respeat
of their employment practices, and the extent to which they accept a res -
sibility for these employment practices. Firms were asked to indicate gn
their memoranda “ the extent and nature of the control exercised by thte
parent UK. company ; and whether there is a particular director or directars
in the U.K. company responsible for the operation of the unit concemedﬁp
South Africa ” (I. 91). We also questioned many witnesses on the extent-df
control exercised and responsibility acknowledged with respect to Afﬁ%’l
wages and conditions. :

)

41. We use the term “ subsidiary >’ to denote a company in which thede
is at least majority ownership by the British firm, and “ associate ’ to den
a company in which a British firm has a direct investment but has less t
majority ownership. The term * affiliate” encompasses both subsidiartes
and associates. We received evidence from 141 British firms with varyi
degrees of ownership in some 645 affiliated companies in South Afries.
Almost half of the affiliated companies were wholly owned by British firrss.
British firms had majority shareholdings in about a further third of
companies and minority shareholdings in about a fifth. There were sogie
28 cases of 50:50 ownership, 12 of which involved joint ownership by two
British firms. Corresponding to these different degrees of ownership thére
were different degrees of control and influence. But—it appeared from
evidence—even companies having the same degree of ownership could differ
in the degree of control or influence exercised. This variation arose pa
because of different philosophies of control and delegation, and partly
other reasons.

0c#3

42. The presence of one or more of its directors on the board of the Soth
African affiliate should assist the parent company to exercise control @r
influence. In many British companies a particular director or directorsss
normally appointed to the South African board—were given responsibil
for monitoring, influencing or liaising with the South African affiliate. Ma
had a Main Board director on the board of a wholly-owned or partly-ow
subsidiary or of an associated company. In a number of cases—for example
B.L.M.C. (I. 107), Sliater, Walker (I. 377). Chubb & Son (III. 117). the
George Cohen 600 Group (III. 130) and Glynwed (Vol. IV)—the parent
board was represented by its Chairman. In the case of Palabora Mining
Company, in which Rio Tinto-Zinc (R.T.Z.) had a controlling interest, four
of the 15 members of the Palabora board were directors of R.T.Z. (I. 236).
Certain firms, however, such as Hoover (III. 232), Brooke Bond Liebig
(II1. 47) and British-American Tobacco (B.A.T.) (Vol. IV) had no repre-
sentation on the local board.
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43. We encountered a number of examples of companies exercising con=

siderable control over their wholly-owned subsidiaries. For instance, th

managing director of the wholly-owned subsidiary of Albright and Wilsony
while responsible for day-to-day operations, was said to report directly t

the managing director of a wholly-owned subsidiary in the United Kingdont_
“who operate the business for Albright and Wilson > (III. 9). The smally
company in which Brown Bayley Steels was the only shareholder was—
“ ultimately under the complete control of the board of the parent company g
which *“ whenever necessary tells the Chairman of the South African com-
Pany what policies should be adopted upon specific matters > (Vol. IV). Stonel
Platt Industries claimed to exercise ** full control of business operations *’ of3
their subsidiaries, in which they held 100 per cent. and 80 per cent. of thaD
equity respectively, through their system of monitoring and reporting:—):
(Vol. IV). P

44. Complete ownership provides the possibility of close control but doeﬁ
not necessitate it. For instance, most of the subsidiaries in South Africau
of Unilever are wholly-owned (I. 150), but Unilever choose to delegate contro
to the management of these subsidiaries, who operate within a strategic long-,
term plan agreed with Unilever (I. 154). Wage policies are decided by them
Chairmen and boards of the subsidiaries, in South Africa as in other countrie
(Q. 311). If there were a clash between Unilever and the South African—
subsidiaries on wage policies—it has not happened in the memory of thex
Chairman—** this would be a matter of dialogue and debate ” (Q. 3250
Reckitt and Colman stated that their wholly-owned subsidiary was * neither!
managed nor controlled from this country ”’, but that a director of the parenty
company maintained close liaison and exercised an influence on *‘ distribution=
policy and the mobilisation of financial resources” (III. 283-4). It wa
the aim of Coats Patons to give ‘“ maximum local responsibility > to overseas=
subsidiaries. Only important decisions, e.g. on capital expenditure, seniorQ
management and major policy changes, required consultation with the headm
office. These did not include general wage increases: the South African(]f)
managing director had simply ‘ to ensure that wage levels are suitably:
related to those prevailing in the district and industry > (III. 126-7). Reyrolle‘;)
Parsons had circulated to their overseas companies. including their wholly<{?
owned South African subsidiary., a paper setting out the responsibilities oftr
local boards. While responsibility for detailed operation was placed onsS
local boards, parent company approval was required in certain speciﬁoB
matters, including capital expenditure, budgets and dividend distributionf_a

-

but excluding wages and conditions of employment (Vol. 1V). =
o

45. The General Electric Company (G.E.C.) is another large British firmTJj
which wholly owns most of its South African subsidiaries but exercises only
indirect and incomplete control over them (I. 171). G.E.C. * controls its
subsidiaries in South Africa through its shareholding rights to appoint
managing and other directors and through its position to decide whether
more capital should be provided for investment . .. Subject to some
g8eneral parameters, each manager makes his own business decisions ” (I. 173).
Subsidiaries are supervised through monthly management reports and accounts
against an agreed budget, and through visits either to South Africa or to
the United Kingdom by the executives concerned (I. 173). Despite this
delegation of control, the G.E.C. Main Board was able in March 1973 to




20 FIFTH REPORT FROM THE

193713

state as its policy that * no employee of its South African companies sh@]
be paid below subsistence level and the local management has been &
instructed ” (I. 169). G.E.C. do not find resistance to the policy amo

their management ‘ but only (to) the question of the rate at which one cam
proceed > (Q. 377). However, the loose formulation of the Main Boakd
policy leaves the local managers with scope for interpretation, as ollt

questioning revealed (e.g. on overtime working—Q. 439-45). =
o

46. Clarke Chapman-John Thompson have two main subsidiaries in South
Africa, in which they hold 100 per cent. and 56 per cent. of the shanss
respectively (Vol. IV). Although each subsidiary possesses autonomy subj St
only to regular reporting to the parent company, it is interesting to n
that schemes for improving Non-White benefits had been investigated at t%
request of the parent company, concerning which the subsidiary would
making firm proposals to the parent company for consideration (Vol. IVi.
The companies in which B.A.T. has a majority shareholding are manag
and controlled by the local boards of directors. B.A.T. puts its advice a
guidance at the disposal of the South African subsidiaries but does not issije
instructions. This delegation of control was said to improve econonig
performance and to have ‘ political” and tax advantages. Control ag
influence, exercised through a Main Board director, were essentially confin
to the appointment of directors, capital expenditure, and profit performan%

“in the context of Group policies and objectives”. One such policy was
that *‘ wages and conditions of service should be ahead of the general curre{:}
practices for the areas in which (subsidiaries) operate > (Vol. IV). '®)

=

47. The degree of control exercised by majority shareholders diﬁ'er%
from one British company to another, but we found that the general tendene¥y
was for considerable delegation. An example of extreme delegation &
Cadbury Schweppes, which has, directly and indirectly, a two-thirds holdi
in Cadbury Schweppes (South Africa) (II. 596). The parent company does
not exercise control over its subsidiary and goes so far as to claim * we
not interfere in any way with its management and regard its board as being
sovereign and independent” (Q. 1722). This policy stems from Cadbuﬁ
Schweppes’ concept of international business: ‘‘ we believe that each ope
tion outside the United Kingdom should be nationally orientated—this @&
rather an article of faith with us—and should be controlled to the maximug
possible extent in national terms within the country in which it operatesg
(Q. 1722). In this respect the South African subsidiary is no different frof®
subsidiaries in other countries. Cadbury Schweppes seek to influence thg
policies of their subsidiary “ in terms of being a good employer™ but tl;%
“ really are careful” to see that the policy emerges from the subsidi
rather than through dictation from London (Q. 1726). The parent company
does directly control the quality of product (Q. 1730) and the annual budget
of subsidiaries (Q. 1732), but to protect the company’s reputation in matters
of wages it relies on the appointment of managers whose character and
competence can be trusted (Q. 1741). It could dispose of the Chairman of
the local board if for example—as is not the case—it were dissatisfied with
the wages and conditions of African employees. But, according to the
Chairman of the parent company, the possibility of the ** outside directors ™
then appealing to the 35 per cent. of shareholders who are South African,
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apd so producing a “‘ big row”, means that the agreement of the outsidm
directors would be necessary (Q. 1762).

48. A similar degree of delegation is found in the relationship betwee
Dunlop Holdings and Dunlop South Africa. Dunlop South Africa is a publi
company, 30 per cent. of the equity being held by the South African publie
and 70 per cent. by Dunlop International, which is in turn 60 per cent. owned
by Dunlop Holdings. The British company would deny operating in Southn
Africa : Dunlop South Afrnica is a “ South African company with British’
connections > (II. 823). Control is in the hands of the South African boardy
although the British company, through its shareholding., has the power t&
remove the board (Q. 2549). Dunlop Holdings justify in three ways th
delegation of control within their group of companies. First, British tax la o1
Penalises executive control from Britain ; secondly, remote executive controk
can alienate employees and is disliked by trade unions; thirdly, good®
management practice ‘ requires agreement on progressive policies between the?
overseas investor and foreign subsidiary but a high degree of delegation i
applying them », since only local managements possess the knowledg
required for good judgments (I1I. 824 and Q. 2515). If the agreed policy wer
not being ‘‘ applied purposefully >> over a period, increasing influence wouldo
be exercised, leading in an extreme case to changes being made in th&
directors or managers of the subsidiary (II. 824). In general the board
Dunlop Holdings was aware of the wage rates paid by the South Africa%
subsidiary, and wanted to improve them (Q. 2555-60). But it did not *“ directO

or control or influence > particular wage decisions or their timing (Q. 2548). o

VDINO

49. Similar accounts of the delegation of control by majority shareholderscg)
mainly in the interests of good management practice, were received from &
number of other oral witnesses, e.g.., B.LM.C. (I. 107 and Q. 201), Rig%
Tinto-Zinc (I. 235, Q. 717, 722, 755). Associated Portland Cement Manufac—
turers (I. 521), A. Cohen and Company (Great Britain) (IL. 615 and Q. 1771-6)
United Transport Overseas (Q. 1817, 1827 and 1842), British Oxygen (11>
693-4), Pilkington Brothers (II. 780 and Q. 2400), and Associated British;
Foods (II. 859 and Q. 2695). Most of these companies were represented byD
Main Board directors (in some cases the Chairman) on the boards of thei
South African subsidiaries. Most claimed to provide a framework or philo{ll
sophy within which their subsidiaries were expected to operate, and to exercise3
some financial control. None explicitly denied responsibility for the wages3
and conditions of African employees in their subsidiaries, but almost none®
had laid down a precise wage policy (for instance, expressed in terms of as
poverty datum line) which its subsidiary was required to pursue. None ofS
these admitted to being in disagreement with the management of the subsidiary<)
on the matter of wages and conditions of employees. b7

50. Even less power is normally exercised by British firms in respect of
South African companies in which they are minority shareholders. In
8eneral, minority shareholders acknowledged some responsibility in relation
to the wages and conditions of African employees in their associated com-
Panies, but denied control and claimed varying degrees of influence over the
Mmanagement. An example of a minority shareholder which now brings
Substantial influence to bear is Slater, Walker Securities which owns 28-7 per
cent. of the shares of Slater, Walker Securities (South Africa). According
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to the Chairman of the British company, himself the Chairman oflhe
South African board: “we can only use our influence with the mangage-
ment, we do not directly control them, we do not have a majority=Zon
the board” (Q. 1102). When, as a result of the press publicity concerfiing
wages paid by the associated company, Slater, Walker Securities wante
investigate the position, “ they willingly co-operated with us after we had used
our influence >’ (Q. 1103). However, the associate’s co-operation did not ext&hd
to sending the acknowledged expert to give evidence before the Sub-Commfttee
(Q. 1103). According to the Chairman the question of control had not Bekn
tested, i.e. there had not been a conflict between the British company and
its associate (Q. 1109). He acknowledged that, prior to the publicity, Sve
had tended to look at our investment in South Africa as an investment®’ ;
and that, after the publicity, the local board had been persuaded witR®ut
difficulty to accept the parent board’s proposals for improving wages and
conditions (Q. 1103, 1109, 1113). Slater, Walker Securities fully accepteﬁ
‘ responsibility for mamtammg satisfactory ratcs of pay and working cofﬁl-
tions for all its employees in South Africa >, which it interpreted as wages
and benefits *“ in excess of the recognised P.D.L.s in the different areas’
377). To help meet this responsibility the reports of the associated compa’
newly-established “ manager for non-European employee relations” wgre
to be made available to the parent board. We heard that the recent publigity
had forced Slater, Walker Securities to reconsider their managerial pract;
in general. In the Chairman’s words, *“ . .. we have more quoted compages
abroad than any other company in this country, and with the pace ofGts
expansion we have tended to confine our thinking and our central confrol
basically to financial criteria. In other words, if they perform well, th
fine, if they do not perform well, then we are going to do something absut
it. This is obviously another dimension which we ought to have tho@‘nt
about. . . . This was a traumatic shock to us and instantly it happened Fot
only did we start to look at this in South Africa but in Singapore and Hting
Kong and every other area where we are involved ” (Q. 1123). rn

51. The largest investor in South Africa covered by our inquiry is Cha({?er
Consolidated. with investment in South Africa having a book value(«pf
nearly £150 million in 1973 (Q. 2220-1). And yet Charter Conso]ldateda;
a minority shareholder in all their associated South African companies(}!)
The bulk of Charter Consolidated’s investment is in companies in which
they hold about 10 per cent. of the shares. Included in this categoryais
the Anglo American Corporation of South Africa, which, together withdts
closely associated companies, accounts for 70 per cent. of Charter Cgh-
solidated’s total investment in South Africa (Q. 2238). Charter Consolidgigd
differ from Slater, Walker Securities in that they are in no case the larggst
shareholder. The Chairman denied that Charter Consolidated can exer
any form of control over their investments, but argued that they can exercise
some influence. This they do through direct and indirect representation on
the boards, through public statements, and through close association with
companies, in particular with the Anglo American Corporation. Charter
Consolidated fully support the labour relations policies of the Anglo American
Corporation (Q. 2238). They even allow Anglo American to supply directors

(1) They have a majority holding in Cape Asbestos Company Ltd., a British company
which we examined separately (Q. 2272-2330).
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for Charter representation on boards (Q. 2238, 2268-70). Where Anglds
American lead, Charter Consolidated are prepared to follow (Q. 2239). Thg
Chaitman saw the need for *“ an enlightened labour relations policy ” im
order to fulfil their responsibility to shareholders for maintaining the valuaz
of investments (Q. 2238). Although no case has arisen, Charter Consolidated;
would reconsider their investment policy in a company adopting ‘ retrogres—n
sive ” labour relations policies ““ which would damage the company ™ (Q_
2238). However, it appears that they do not obtain regular information omo
wages in all of their associated companies (Q. 2264). '

N
52. A nationalised industry, British Steel Corporation (B.S.C.), is a.@
example of a minority shareholder which claimed to exercise all the influen
which it possesses. B.S.C. International Ltd. has a 35 per cent. interesf:
In a holding company I.P.S.A., which in turn has a 51 per cent. interest ig
three operating companies. B.S.C. is not the largest investor in I.P.S. A - —
the majority of shares being held by the South African state-owned corporto,-.I
ation I.S.C.O.R.—and has only two representatives on the board (II. 630)
B.S.C. has a definite policy: *“. . . the British Steel Corporation is concerne
as to the employment policies of all the companies in which directly or.
Indirectly it owns even minority interesis in South Africa and elsewhergd
throughout the world, and has consistently used such influence as it possesse&?
in those companies to further the improvement of working conditions an
to ensure that they at least keep pace with the best current practices of g
industrial employers in the country concerned” (II. 631). However, O
appeared from their evidence that B.S.C.’s interest in South African wagegz'-)
was a recent one, and had arisen within the previous eighteen months or©O
two years (Q. 1873). As a result of a B.S.C. initiative taken in December=
1972, the I.P.S.A. board “ with no kind of reluctance” adopted a groupy
policy in relation to the African employees of its operating companies, viz=
to increase the proportion of non-Europeans in semi-skilled and skilled jobs, U
to raise wages of the lowest-paid, and to ensure as an absolute minimumm
“a proper living wage” (II. 631). B.S.C. have no power to enforce #xp
bParticular mode or speed of implementation of the policy, that being left'
to the boards of the operating companies (Q. 1899-1900). Nor have B.S.C.3>
the right to demand information, but they have found the companies * ex-g?l
tremely co-operative >’ in giving information (Q. 1891). The Corporationdt
accept responsibility for the wages of African employees only *“ to the extento
that we are able to influence the course of events and to the extent to whichw
Wwe are able to obtain information * (Q. 1891).

9

OvdOEe

53. A number of witnesses claimed that companies are constrained by
United Kingdom tax law to delegate the control of operations to their=i
foreign subsidiaries. These included Consolidated Gold Fields (Q. 668—70),?:’6l
United Transport Overseas (Q. 1825-31), Dunlop Holdings (Q. 2515). the
Chloride Group (III. 76) and B.A.T. (Vol. 1IV). We understand from the
two memoranda submitted by the Inland Revenue that the legal position is,
_brieﬂy, as follows (II. 999-1001). A company resident in the United Kingdom
1s liable to United Kingdom corporation tax on profits from its own opera-
tions in South Africa. But if its South African operation becomes resident
In South Africa, only the dividends received from the South African company
are liable to United Kingdom corporation tax. The position is made compli-
Cated by double-taxation relief, but the Inland Revenue concluded that * in
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some cases, as witnesses have suggested, tax liability could be increased i
companies became resident in the United Kingdom > (II. 1000). The bagix
rule laid down by the courts is that a company is resident where the centr&l
management and control of its business are exercised (II. 999). To establ@
the extent to which British companies could exercise influence or cont
over wages and conditions without losing a tax advantage, the Inlasd
Revenue were asked to comment on the following four circumstances: &
British company formulates policies on wages and conditions of a genefgf
nature as guidelines for the subsidiary in South Africa, or as directives
the subsidiary, or it formulates specific policies on wages and conditions @s
guidelines, or as directives. The Inland Revenue stated that none of theég
circumstances would be sufficient in itself to make the subsidiary resid

in the United Kingdom for tax purposes: determination of residence depe

on consideration of all the relevant factors. Even the fourth case, the issue
of specific directives on wages and conditions, would not be conclusi%®
evidence of United Kingdom residence although it would normally be<
pointer to it (II. 1001). Moreover, it is fairly clear from the evidence tH3}
some companies do issue instructions to South African subsidiaries ¢n
matters such as investment, distribution and the quality of product witho&t
their subsidiaries being classed as resident in the United Kingdom.
conclude that some companies may have limited their control over waggs
and conditions through a misapprehension and we return to this in oﬁ
Recommendations (paragraph 191). o

=
54. Almost all the companies which expressed a view acknowledgedlq
responsibility in relation to the wages and conditions of African employees
in their affiliated companies in South Africa. Among them can be mentionéd
R.T.Z. (Q. 742), Associated Portland Cement (Q. 1498), Imperial Chemi
Industries (I.C.1.) (Q. 801), British Oxygen (II. 693), Jessel Securities (Q. 23
and Armitage Shanks (Q. 1963). Virtually no company specifically dei-
claimed responsibility in evidence. Even Acrow (Engineers) Ltd., fros
whom we obtained evidence only with difficulty and after delay, ackno@
ledged a sense of responsibility for wages and conditions in their associatéd
company (Q. 2815). However, it is one thing to accept responsibilitcj&
another to act upon it. It is only when they keep well informed abopt
the employment practices of affiliates, and are willing to use their capac
for control and influence should the need arise, that firms exercise tHg
responsibility which they generally acknowledge. There was much evidenfg
that many companies had failed to do this in the past, and we are n
convinced that all are willing to do so in the future. Among the ﬁrrr_g
who appeared reluctant to exercise responsibility in this sense were A. Cohen
(Q. 1778-84, 1807-11), Johnson Matthey with regard to their associatéd
company (Q. 1688-98) and Dunlop Holdings (Q. 2538—-49, 2564-70). g
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55. The system of industrial relations in South Africa as it affects African%
workers is summarised in paragraphs 30-1. Here we are concerned tow
examine the industrial relations of the subsidiaries and associates of BrmshO
companies with their African employeces. We did not ask for wrltten
information on this, and thus most of our information was elicited in oralOO

evidence.

G0l

56. Nearly all the companies we questioned about African representation
mentioned that some system of works committees or councils existed inZ
their subsidiary or associate companies. Others, relymg on less formal'
methods of communication, included the gold-mining associates of Con-—
solidated Gold Fields and Charter Consolidated and the subsidiaries ofI
Pilkington Brothers, which were only then moving to set up formal works;
committees, and apparently subsidiaries of Johnson Matthey, Barclaysz
Bank and Rio Tinto-Zinc (I. 215, Q. 2242, 2497, 1707, 1612-5, 783- 8)
Some companies had formed works committees only recently, but in Mctalo
Box they dated from 1950 (I. 194). In most cases the African members ofcg)
works committees were elected by the African employees. In a few com-=
Panies, e.g. in associates of I.C.I. and subsidiaries of Associated PortlandO
Cement Manufacturers and Armitage Shanks, wages were not discussed byz
works committees (Q. 869-71, 1470, 1974-5, 2041) In other cases wagesr_
appeared to be a lively issue: the African wage increases of February l973;>
in Unilever companies had resulted from representations by the African™
works committee (I. 152), and British Oxygen stated that there had beenc
successful works council representation on wages at one plant (II. 690) and?;
that company interest in cost-of-living levels went back to the start of worksm
councils (Q. 2142). Companies generally acknowledged that the Africants
works committee is a means of communication and consultation, and not a3
negotiating body: ‘it has no power as such except the power to represent
(Q. 300). However, it appeared from the evidence that the works committee =
could be a useful means of communication, and one which was needed mO
the absence of trade unions.

V.

OS

GSLLO

57. Many witnesses stated that African trade unions are illegal in South
Africa. In some cases their statements may have reflected lack of know-
ledge, in others an opinion that workers® organisations possessing no legal
rights could not be termed trade unions. No company volunteered the
information that it had dealings with an African trade union. Wahile it is
true that few companies were asked thc question, only two—Metal Box
Company and British Oxygen Company—specifically said that their sub-
sidiary companies were in favour of the legal recognition of trade unions
either of or including Africans. Metal Box South Africa had publicly
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stated their view to the Minister of Labour (Q. 542-3) and the parat
company claimed in their evidence that if a trade union were to be fo d
comprising numerous works committees ‘“we would do everything
recognise them > (Q. 514-8). British Oxygen preferred full union represenia-
tion to the works committee system, and agreed that they had an obligatf;n
‘““to see to the organisation” of their African workers (Q. 2125). I'ﬁe
Chairman explained the view of their subsidiary company: * something kas
to be done to meet the frustration and the sense of deprivation wh
Africans have felt and still feel today . . . it is in the company’s bést
interests to see that the confrontation as such is handled wisely and with
skill, and that can only be done through proper representation and propér
communication > (Q. 2128). o

58. Representatives of the T.U.C. advocated that British oompa.nies%n
South Africa should recognise and negotiate with African trade uniéfs
representing their workers: ‘ We believe that people who are conversamt
with collective bargaining procedures, and with the way in which they ddh
develop good relations, should at any rate within the law seek to extepd
that particular principle to South Africa > (Q. 2063). The legal status S8f
unions was said to be less important than the readiness of employers:'fp
deal with them: agreements should be negotiated and adhered to, ev@n
though they were not legally binding (IJ. 669 and Q. 2112). The T.UE.
representatives thought it reasonable that British companies should, within
the law, encourage the organisation of African workers; or, at any rage,
should not hinder the formation and operation of African trade unions
(Q. 2063). They argued that the best hope for improvement in Afric8)
wages and conditions lay in the development of free collective bargaining, azxl
that on wages “ voluntary collective bargaining will establish principles asgd
levels which will be more appropriate than the exercise of a P.D.I&”

(Q. 2059). o

59. There are reasons why this exclusive emphasis on the encouragem i
and development of collective bargaining may be misplaced. First,
existence of an abundant supply of unskilled labour would tend to weak
the bargaining power of unskilled workers. Secondly, the development
an effective trade union movement would require a basic change
Government policy. It is true that there is support among both registerﬁ
unions and employers’ associations for the granting of trade union rigt
to Africans. For instance, leaders of the largest trade union body, T.U.C.S.g
have called for the recognition of African unions and for the admission
Africans to existing registered unions (II. 670). The Natal Employef®
Federation were reported to have recommended trade union rights for &
workers even before the wave of illegal strikes in Natal early in 1973
(I. 312). These views notwithstanding, Government policy was clearly stat®i
in 1972 by the Minister of Labour: “ the organisation of Bantu workers is
neither in the interests of South Africa, nor in the interests of improving
their own wage position, nor in the interests of promoting race relations >.(%)
The 1973 legislation on industrial relations makes no concessions in this
respect.(®) For these reasons, the encouragement or lack of hindrance of
African trade unions by the subsidiaries and associates of British companies

(1) House of Assembly Debates (Hansard), 1972, No. 14, Col. 6683.
(2) Bantu Labour Relations Regulation Amendment Act, No. 70 of 1973.
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might prove inadequate as a means of improving African wages and

conditions. Such policies on their own would not absolve companies from

responsibility for the wages and conditions of their African employees.

60. British companies could use the power and influence which they possess
over their subsidiaries and associates in South Africa to encourage lawful

development of collective bargaining with African employees. While African

workers remain un-unionised, democratically eclected African works
committees could perform a useful function, provided that they were able
to discuss wages and conditions of employment. The special difficulties
faced by African unions may be said to be partly due to the hostility of
Ssome employers. A recent study(!) of company practice in South Africa
Claims that active African leaders run the risk of being dismissed from their
Jobs, that some employers threaten to call the police if organisers visit,
refuse to allow meetings to be held at the place of work and notices of
meetings to be displayed, or refuse to allow the collection of trade union
dues by means of deductions from pay.(®) It would be helpful if British
Parent companies were to lay down a clear policy against practices which
hinder the development of African trade unions. Like the T.U.C., we
see no reason why companies should not ‘“ meet and discuss with African
trade unions conditions of work, rates of pay and so on” (Q. 2063). Even
though the law safeguards the employer’s strong position, this is no obstacle
to a company’s recognising and engaging in collective bargaining with an
African trade union if it represents a significant proportion of the African
employees. Such a policy would be in the long-term interest not only of
the African employees but also of the company. Finally, it would be
helpful for parent companies to be well informed about industrial relations
with African workers. Group industrial relations directors would do well
to be as concerned with industrial relations in South African subsidiaries
and associates as group financial directors are with affiliates’ finances.

(1) Muriel Horrell, South Africa’s Workers, S.A.L.R.R., 1969, pp. 59-60.
(?) Such deductions require also the express authority of the Minister of Labour.
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Chapter 6 -

-

WAGES AND FRINGE BENEFITS ;
-

61. Included in the information requested in our letter to British
companies was the following (I. 90-1):

‘“ The number of employees at each unit, classified by grade and fpgr
function as may be appropriate. For each such classification tth
should be a racial breakdown into Whites, Asians, Coloureds and
Africans.

*“ Comparative basic wage rates, similarly classified. Both e
average and the lowest rate paid to each group should be shown. Whese
these have recently been raised to a material extent, or are aboutXo
be raised, this should be indicated and the appropriate date(s) givens;

“ Any information relating to fringe benefits, training facilities ai¥d

0cz

Gbl 8

deductions from pay.” CI:E
The information received was not sufficiently uniform for us to carry t
a statistical analysis summarising the sample or comparing companies. t

did, however, make possible a study of recent African wage increases (see
paragraphs 69-70 and Table 6-1), of the lowest African wages in relat@n
to * poverty datum line” measurements (see Tables 7-3 and 7-4) and=f
racial and occupational wage structure (see Chapter 8) within individgﬂ
companies. =

62. African wages in British-affiliated companies are determined in vari_Us
ways (see also paragraph 30). In some cases the company negotiates h
a registered trade union—from membership of which Africans are exclu&l’éd
by law—on rates of pay, which are then applied to all employees includimg
Africans. This arrangement operates, for instance, in Barclays Natio@l
Bank (Q. 1612), some associated companies of Slater, Walker (Q. 11#48)
and Dunlop South Africa (Q.2520) ; in Dunlop the African works commifiee
is allowed to be present at the negotiations (Q. 2520). In many cases Rhe
company 1s a member of an industry employers’ association wfﬁ%h
negotiates agreements with registered trade unions in an Industrial Coungil,
the agreed rates for each job then becoming statutory minima throug t
the industry. Some companies pay no more than the statutory minima, for
example the sugar estates of Tate and Lyle with respect to many of ti§Bir
less skilled African employees (Q. 1203 and I. 412-3). Courtaulds’ main
subsidiary has established an Industrial Council specific to the company, and
negotiates all rates of pay with the registered trade union while liaising
with the African works committee (I. 27-8).

63. Many companies consider the legal minimum wages determined by
Industrial Councils or the Wage Board to be out of date or too low for
other reasons. For instance, some Courtaulds subsidiartes (I. 56), and sub-
sidiaries of G.E.C. (I. 171), L.C.I. (I. 261), Associated Portland Cement
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(I. 522), Cadbury Schweppes (Q. 1757), Associated British Foods (II. 853)
and associates of B.S.C. (Q. 1878) pay significantly above the statutory
minima. In April 1970 the minimum basic monthly pay in Metal Box =
South Africa equalled the legal minimum of R35 ; in May 1973 it was R78, )
and double the legal minimum of R39 (I. 190-1). It appeared that com-.zE
Panies were not prevented from raising wages except in gold- and coal-
mining ; Consolidated Gold Fields’ and Charter Consolidated’s mining asso- m
ciates were free to pay wages only betwecen the minimum and maximum o
rates laid down by the Chamber of Mines (I. 216 and Q. 2266). However, O
this constraint no longer operates because the maximum was abandoned !
early in 1973 (I. 216, note). Hardly any company mentioned a scarcity of%
unskilled labour as a factor which raised unskilled wages above the statutory <
minima. <

64. Some wages arc determined unilaterally by the company without nego- —{
tiation and in the absence of statutory minima. For instance, Unilever ©°
themselves decide the wages of their employees of all races: *“ we have o
paid ahead of competition and for that reason there has not been the pres- 01
sure for unionisation ” (Q. 303). In IL.C.1.’s associated company A.E. & C.I, -,
the wages of African employees are covered neither by statute nor by a <
company agreement with registered trade unions (I. 271-2). :'U

65. Despite the difficulties of making comparisons, it is clear that there €2
exist large differences in the wages paid to Africans within our sample.
These wage differences are only partly the result of differing company =
policies: no doubt they reflect many other factors as well (I. 311). The ©
nature of the good or service produced influences the techniques of produc- ,
tion to be used. For instance, it affects the proportions in which unskilled, O
semi-skilled and skilled labour are combined, hence the average level of =
skill of African workers, and hence their average earnings. If its product &
requires high capital-intensity and little African labour, a firm can more =
easily afford to pay high wages to its African employees. The ability to pay e,
high wages depends partly on the profitability of the firm, which in turn m
depends partly on demand and partly on the degree of competition in the(:%
industry. Geographical wage differences arise from differences in the cost- :
of-living, in statutory wage determinations by area, and in the opecration of
market forces in local labour markets. The greater the employment of 2
migrant labour, or of female labour, the less the average earnings of Africans %
tend to be. Migrant workers from the Bantu homelands and from neigh-
bouring countries are, as is usual with migrant labour, generally paid lower ¢>
wages than are permanent and stable workers having to support their &3
familics in the cities. The Industrial Council agreements and Wage Board &
determinations described above contribute to wage differences between ©

industries.

66. The following examples illustrate how differences in African wages
can arise, even within companies. Dunlop South Africa operate two tyre
plants, one in a large city, Durban, the other in a country town, Ladysmith.
The average monthly earnings of African employees in the Durban plant
were R96 and in the Ladysmith plant R59 (Table opposite I1. 808). Because
the Group Administration of Dunlop South Africa employs only skilled(?)
Africans, the average monthly African wages at head office were R156

L

YIH

QEC0c#IASYD

64,

(1) Classified in grades 7 and 8 (Table opposite II. 808).
395250 B2
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(ibid.). The average net monthly earnings of a day labourer in the p@p
mill of Courtaulds’ largest subsidiary, S.A.I.C.C.O.R., were R88 in Apzl
1973 (1. 26) ; for a male labourer on the S.A.IL.C.C.O.R. forestry estates
monthly income, including payment in kind, was RS8 (I. 30). It is e
policy of Associated British Foods’ subsidiary to set rates of pay for fts
12,500 African workers not according to product, process or profitabili
but according to the location of operations. Thus average earnings of
skilled Africans ranged from R87 per month in “ wage area 1 > (Johannps-
burg) to R62 in *“ wage area 5 7 (country districts) and R56 in “ wage area ?’
(company farms) (I1I. 873—4). Consolidated Gold Fields are pnmarllyr\:a
gold-mining group but they also own some industrial companies ; wheréas
all but a small proportion of the African miners are migrant labour¢ks
recruited mainly from other countries, the majority of Africans employ&d
by the industrial compam&e are stable urban-dwellers (1. 209—13) T-he
average monthly earnings of underground workers were R28 in cash afid
about R55 including benefits in kind (I. 216) ; in the case of the industrsal
companies, African average monthly earnings varied from R61 to R
(I. 221). In another mining company the African average wage was Rl
per month (I. 237-8). This was Palabora, a subsidiary of R.T.Z., whr%h
is highly profitable and employs stable African employees in a very cap:tg;]-
intensive operation (Q. 707, 711).

I

67. It is relevant to compare wages in British-affiliated companies wgh
those in their competitors for markets or for labour. The comparison wih
wages in the industry throws light on what companies can pay; and w?h
wages in the locality on what companies have to pay in the absence of @an
industry minimum. No company admitted to paying African employees 1
than most of its competitors. Many of the companies which discussed t&is
question claimed to pay more than most of their competitors. For instancs.
the Palabora mining subsidiary of R.T.Z. (I. 240) and the subsidiaries <6f
G.E.C. (Q. 423), Associated Portland Cement (Q. 1465) and U.T.O. (Q. 1858)
paid wages in excess of rates in their districts of operation. A subsidiary[Bf
English Calico, being located in a rural area close to a Bantu homeclaand
and therefore in a locality not subject to statutory minimum wages, p3aid
wages as high as those of any company in the area (I. 538) ; indeed, th
recent wage increases had met with criticism from other local employﬁi’ls
(Q. 1560). Metal Box South Africa (I. 193), the subsidiary of Associa
British Foods (II. 853) and the subsidiaries of Courtaulds (I. 17 and 33) Webe
among the companies which claimed to pay some of the highest rates within
their respective industries. Not all companies were as forthright as Slat
Walker who explained how African wages had been set prior to their recgit
wage increases. In the absence of trade unions and of labour scarcity, * e
factor that determines the rates and conditions of living is the strict econo
factor of the amount one has to pay in order to get people to come from
homelands, which is very low > (Q. 1150).

68. The only precise statistical comparison we have of African wages in
British-affiliated companies with those in other companies in South Africa
is from a private survey conducted in March 1972.(") This covered over
188,000 African employees in 1,086 companies. Information relating to the
185 companies with British affiliations was extracted from the sample at

(1) Productivity and Wage Association, Wage Survey 1971-72, Johannesburg, pp. 3-28.
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the request of the United Kingdom South Africa Trade Association and:Tj'
was published in evidence (II. 1021). The following summary shows averageO
wages by grade of job in ascending order of skill from grade 1 to grade 8:(‘)%
p
Grade 1 2 | 3 l 4 i S ‘ 6 l 7 8 I_|—_-
A\i';!:agc wage (Rand per month) i <
b itish~ i ies... 4597 5403 57°37 65°51 72°84 90°'08 8744 108°28 3
Aﬂt::soma[.fg::?ctscd cor.rf?‘anles-” 43'85 50°96 54'86 62°87 72°97 ! 89-39 95-54 128°39 —
British-affiliated companies, ] m
C);_plt'le]iscdaas a pt;?l:entage ! -

[} W [ n -
panics gem Rl eeml oy i 106 105 | 104 100 | 101 92 84
‘ : el

In comparison with the sample as a whole, wages in British-affiliated com- S
Panies were higher for the ““ unskilled ” and *‘ semi-skilled > grades and lower O
for the * skilled ™ grades.(®) However, the difterences were not great in &
Percentage terms, and possibly could even be explained in terms of different o
Industrial and regional patterns. Moreover, this comparison may be unfair =
to British firms. Nearly 9,000 questionnaires were sent out but little more
than 1,000 were completed (Q. 44): no doubt it was the better-paying
Companies which responded (Q. 915). Since the organisers of the survey felt
that a disproportionate number of British-affiliated companies had co-operated
(Q. 44) it is possible that British affiliates are being compared with only the
better South African employers. Taken at its face value, however, the
survey suggests that in March 1972, the subsidiaries and associates of British
Companies tended to pay roughly * the going rate > to African employees in
South Africa.

69. Table 6-1 sets out the size and timing of some of the increases in
African wages during 1973 reported by our industrial witnesses. Very few
Witnesses failed to report some increase in African wages since the end of
}972. In some cases additional increases were planned to take place later
In 1973. April was most frequently mentioned as a month in which the
Increases took place: well over half our oral witnesses and a significant
Proportion of those who gave written evidence had given increases in April.

e course of events which is relevant to this activity runs as follows.
Early in February there was a wide outbreak of illegal strikes among
African workers in Natal (I. 92). From 12th March onwards the wages
Paid to British-affiliated companies in South Africa received adverse publicity
In British newspapers. On 4th April the Sub-Committee announced its
Intention of carrying out an investigation, and on 19th April our letter
Tequiring information by 18th May was sent to British companies. Also
relevant is the rapid increase in the cost-of-living in South Africa—by 10 per
Cent. between March 1972, and March 1973(°)—which meant that wage
Increases of similar magnitude were necessary in order to maintain living
standards. All these factors may have contributed to the large wage increases
Which we have observed ; it is not at all easy to isolate the importance of
any of them. However, we did ask a number of oral witnesses the reasons
for their recent wage increases.

70. Some companies denied that recent publicity had been responsible for
their wage increases. For instance, BLL.M.C. said that the strikes in Durban

(1) Wages per week are converted to a monthly basis by multiplying by 4%.

(2) Assuming the unskilled grade to be 1 and 2, semi-skilled 3-6, and skilled 7 and 8 (see
Paragraph 24, footnote (5)). L.

(3) Republic of South Africa, Department of Statistics, Bulletin of Statistics, June 1973,
Vol. 7, No. 2, Table 3.3.2.
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Parent Company
Courtaulds

BLMC
Unilever ...
GEC. ..
Metal Box

Consolidated Gold Fields

RTZ ..
1ClL

Slater, Walker ...

Tateand Lyle ..

Associated Portland

Cement

. Natal Thread ...

English Calico .
Batclays Bank ..

. SALCCOR...

.. Palabora
. Al

.. NTE. ..

TABLE 6-1

Some recent increases made in Afriean wages by afiflated companies of firmas giving oral evidence

Subsidiary or Associate

.« Leyland South Africa ...
.. Unilever South Africa ..
« Al

.. Metal Box South Africa Minimum basic rate

Gold Fields of South
Alrica,

AL &CI

. llovo Sugar Estates ...

Whites Cement ...

... Barclays National Bank  All non-clerical wages

Percentage
Category of Labour and Pay Dateof incresse~~ increase Source
. Basic starting rate for lowestpaid ... Between December 1972 42 1234,
and April 1973
August 1973 .. U 1241105740
Basic wage of unskilled African employees  April 1973 31104 108,
in car division.
Minimum weekly wage of newly joined February 1973 .. 6 11512,
workers in lowest grade.
.. Basic rates of lowest-paid adult employees st Apeil 1973 .. 16 LIM175,
Lae 93 .. . 16 TL 1040,
.. February, March and 46 L1001,
May 1973
African wages in gold-mining o Mach 1973 .. % LU
. Minimumrate for fowest grade ... .. Apl 1973 .. . M) I,
.. Average Alrican wages o January 1973 ... About10 1261, 271, 286,
. African average wage rates in lowest grade  1st April 1973 ... 0L,
at Modderfontein,
.. Basic wages of African men in cstates Ist April and 2nd July 100 1391,
division, 19
Altican wages in industrial division ... lstl 9Agril and 2nd July 104 180,
]
Minimum rate for fild workers ... ... Apriland May197 .. 4 L413
Wages of factory workers in grades -12... st May 93 .. .. %5 L4
. Lowest wage of African labourer in IstMarchand (0th May 37 LS4,
Witwatersrand arca. 1973
Lowest wage of Aftican labourer infactories 26th March 1973 . 41 152243,
... Lowest basic rate for trained Africans ... March, April and June 147 1537,
1973
wowe o IstApAlI9T3 L. L. About12 1555,
Cleaners (urban arcas) ... .. ...}lst August and Ist[ 10 1L 10445,
Cleaners (rural areas) .. .. ... October 1973 5
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Parent Company ~ Subsidiary or Associate
BSC . . AL
Armitage Shanks ... Shanks & Co. ...
British Oxygen ... ... Aftican Oxygen
Johnson Matthey ... Johnson Matthey
Cadbury Schweppes ... Cadbury Schweppes

South Afriea,
uto. .. .. Yaal Transport Corporas
tion.
Cape Asbestos ... ... Mining companies
Jessel Securities ... ... Wandrag Asbestos
Alpha Anthracite
Pilkington Bros. ... ... P.B. South Africa
Dunlop Holdings ... Dunlop South Africa ...
Gus, .. o Lewis Stores .,
Dutban Bag ...

Associated British Foods Premier Milling

Notes:

Percentage
Category of Labour and Pay Date of increase ~ inrease  Source
o Minimmum rate of lowest grade of employees 16t March 1973 .. 125 1L},
. Lowest level of wages o ThApdl 93 .. 40 TL64TQ197,
.. Non-European wages o February 1973 . . 10 Q.20
o Altcanwagss .. W A9 L B QITl,
Male basic rates ... . January and June 1973 134 115967,
Operators’ wages . o gt Jgnuary and April About 5011, 960,
1973,
. Average wage of Afticanemployees .. IstMay9% .. .. % L7
. Average wage of African employess .. Apal 93 .. .. B L6
. Augast 1973 . . W0 IL 106,
o Average wage of Alrcanemployees ... Aprl 93 .. .. 0 IL76L
Auust 1973 .. .. 0 L1046,
. Ratesfor Alricanposts .. .. .. Mayl9m .. .. Owd L7
Basic wage of African employees in lowest End March 193 (increase 98 Table opposite
grade at main tyre plant, * over [ast year "), 11, 808,
w Average wage of Non-Whites o It AR L L TS T,
o Averagewageof NonWhites . .. ItApil9n .. . 9 IL8A,
oo Average wage of NoneWhites ... ... February 1973 .. ... About30 1185

Where more than onc inerease occurred, the percentage increase refers to the combined increases
Where 2 subsequent increase was reported in an updating memorandum, this i shown separaely,
A plus sign after the percentage indicates that not all of the increases are ingluded.

\!) Source: Management Responsibility and African Employment in South Africa: Report of a Panel of Investigation, Johannesburg, June 1973, p. 8,
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had been a spur to action (Q. 239), R.T.Z. claimed that wages were og_j'a
steady accelerating upward path (Q. 731), wage increases in the subsi?‘%y
of Associated Portland Cement had been determined by the size and ti g
of the increase in the Government-controlled cement price (Q. 1414, 146)
and Barclays’ wage increase was the result of lengthy negotiations (Q. 16038).
Unilever claimed that the publicity and our inquiry had improved their
knowledge of the terms of employment in Unilever South Africa (Q. 2122)
but had not in itself affected company policy on wages (Q. 319). In same
companies, e.g. those affiliated to Tate and Lyle (I. 413) and Consohda%d
Gold Fields (I. 216), the adJustments coincided with industry-wide mcreaws
On the other hand, many compames frankly admitted that the recent pubhm:ty
or our inquiry had resulted in or contributed to wage increases for AfricgRs.
These included G.E.C. (Q. 424), Slater, Walker (I. 389-91), English Ca;go
(Q. 1501), Johnson Matthey (Q.1708), Armitage Shanks (Q.2018) and Geeat
Universal Stores (G.U.S.) (Q. 2598). Courtaulds had used the recent cliniite
to “ bring home very forcefully to our South African friends and collea‘ﬁ?es
that there is room for a faster rate of improvement ” (Q. 91-3). \1

71. We received a great deal of evidence on the provision of frlﬁe
benefits. In many cases the term proved to be misleading ; benefits
kind were substantial and in some cases rivalled cash payments in vage
The importance of benefits in kind stemmed in part from the widesprdad
employment of migrant African workers. The practice of Consolidated
Gold Fields’ associated company—with over 60,000 African migrant wor%rs
in its gold mines—illustrates the form and nature of these benefits (I. 210-+6).
The migrant workers are accommodated free of charge in blocks, divifi¢d
into rooms, each room usually containing between 10 and 20 men. Heatgg
hot and cold water, flush toilets and electric lighting are provided. Africgns
receive free food, designed to provide 4,500 calories a day, available at%ll
times and in unlimited quantities ; free ‘ Bantu beer ™ is issued. Food agd
accommodation are subject to strict Government regulations on minimgm
standards. Literacy and handicraft classes, films and a wide range of spgrts
facilities are provided free of charge. There are free medical services “of
the highest standard . Facilities are available for Africans either to s@ve
their cash earnings or to remit them home. The company valued benefit
kind at between R25 and R30 per month; roughly equal to the avergge
basic cash wage of African underground workers of R28 per month (I. 21$).
It is difficult for us to gauge from afar the standards of accommodation @ad
the quality of life in the hostels provided by Gold Fields of South Afﬁ@a

and by the many other companies employing migrant workers. O

72. Housing assistance given to African employees varied oonsidera@y.
depending partly on the location of operations and on the extent of migight
labour. Workers on the farms are generally accommodated in compounds
or houses provided by the company. Standards of accommodation, amenities
and sanitation can be low, e.g. both Courtaulds (I. 30) and Slater, Walker
(I. 390) had recently decided on improvement programmes on their estates.
It may be possible for companies to build or improve the family housing of
their employees living nearby in a Bantu homeland. The mining subsidiary
of R.T.Z. at Palabora had negotiated with Government for the company
to build and administer—without owning—family housing of a high standard
in a nearby Bantu homeland for their African employees (I. 241-2, Q. 739).
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'I.'he company had also provided a community centre, a hospital and recrea-
tional facilities in the emerging township (I. 242). Courtaulds’ subsidiary®
bad buiit houses for their employees in the African township near their rural=
mill, but had been prevented from building houses larger than the Govern-
ment standard (Q. 142). Many companies operating in the cities employ al—=
stable African labour force housed with their families in townships (see~<

Paragraph 128): company housing assistance may not be necessary in these;
cases.

TIvO

a4

73. Firms employing migrant labourers generally provide their own hostels
Or put workers in municipal hostels. The standards of hostel accommodation 3
m South Africa are said to be poor in many cases.(!) Private employers®
who hurriedly put up hostels for their expanding labour forces may beQ
responsible for this.(?) It is not possible for us to assess standards of accom-_
modation in the companies from which we received evidence ; but in some
Cases the companies themselves were dissatisfied. For instance, Jesselo
Se.curities were ‘“ not happy by a long chalk ” with their associated coal¥]
mine: they were in the process of improving standards and rebuilding the >
compound (Q. 2386). A.E. & C.I., the associate of I.C.I., had decided =
In 1972 that because the migrant system looked like being ‘ semi-permanent >,
they would embark on a R6 million programme of improving the accom-
modation in their hostels (I. 273, Q. 847). It is right that British companies
should be familiar with the living conditions of migrant employees, and
should ensure that high standards of hostel accommodation are achieved
and maintained. However, in Chapter 9 we express our reservations about
the migrant system itself.

ANYTHOM -

WNOD

74. Those companies which employ migrant labour generally provide free
food or rations at the company hostels ; normally these are prescribed diets ©
with high nutritional content. However, many other companies provide works =
canteens in which free or subsidised meals are made available to their African r=
employees. For example, the subsidiary of Associated British Foods sub-g
sidised canteen facilities for Non-Whites in most of their operating units ¢?
Where the number of employees justified it, although there were few canteen('j
facilities for Whites. In 1972 a decision was taken to extend the scheme for >
Non-Whites to all operating units. Meals were planned under the group's m
medical officer of health (1I. 855-6). The prevalence of canteen facilities 15
for Africans stems from a feeling on the part of many employers that Africans Q3
Wwould otherwise not be nutritiously fed (e.g. II. 741, Q. 2355).

bdOtE

75. There were wide differences in the provision of medical services for &
Africans. Companies employing migrant labour generally gave free medical &
attention and hospitalisation for these workers, e.g. affiliates of Associated i
Portland Cement (I. 525), Cape Asbestos (II. 733) and I.C.I. at A.E. & C.1.®
(I. 272). Many companies provided medical attention for employees only
at the place of work, e.g. affiliates of B.L.M.C. (. 105, Q. 216), G.E.C.
(I. 172), Metal Box (I. 191) and Unilever (I. 153). Unilever explained that
Africans had not shown an interest in the medical aid scheme available
to employees because of the cost and because treatment was available at
Provincial and state hospitals at notional cost (I. 153). State facilities

(1) See Francis Wilson, op. cit., including pp. 10, 41-2, 52, 68, 71-2, 74.
(2 1bid., p. 52.
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were ‘“ quite reasonable *’ for Africans in the urban districts in which Unilaer
operated but “ it would be a different matter if we were in the rural ar ”
(Q. 337). In some cases companies operating in rural areas prov%d
comprehensive medical services for employees and their families, e.g. te
and Lyle’s subsidiary in the case of resiaent families (I. 414, 416) Bnd
Couitaulds’ estates (I. 30). R.T.Z.s subsidiary at Palabora was trying'n<to
recruit the services of three African doctors to initiate a medical bensfit
scheme for African employees and itheir families ; it had established

interim clinic in the township in addition to the mine clinic, and had decided
to contribute to the cost of a township hospital (I. 239, 242). Both RTZ
(I. 239) and Courtaulds (Q. 145) said that their plans for improving their
facilities were being delayed by a shontage of medical staff. It woul

right for companies concerned with the welfare of African employees &nd
their families to discover whether there was a need for medical serviceggsin
addition to those provided by the State ; and if so, how best to meet -the

need. 2—.5
(%]

76. Some but not all companies have a pension scheme for their Afrizan
workers. Among our oral witnesses, those whose affiliates appeared nogto
provide a pension scheme for any or for some of their African emploxgcs
included Consolidated Gold Fields (I. 212-5), Marchwiel Holdings (I. 563).
English Calico (Q. 1531), I.C.I1. (with respect to their associate A.E. & CH.)
. 272), U.T.O. (II. 933), Cape Asbestos (II. 733) and Jessel Securiles
(II. 745—64). English Calico had been deterred by the high initial turn
at their rural factory, but admitted that ‘ithere is now a case for looking: at
this again > (Q. 1531). In some of these companies it is the use of mig@mt
workers which prevents a pension scheme from being extended to =nll
employees. However, as Associated British Foods have found (Q. 2711=0),
a pension fund can be extended to cover migrant workers provided t
unbroken service is not required. Indeed, a pension scheme would encourage
migrant workers to return, so raising their efficiency and encouraging [ghe
acquisition of skills (see paragraph 130). There are employers. including
the affiliates of Slater, Walker (I. 380, 392) and G.U.S. (II. 828), which simply
make ex gratia payments to some of their African employees now retig.
G.E.C. (I. 172), B.L.M.C. (I. 105) and other companies include their Afri
employees in pension schemes which are organised on an industry bagis.
Some companies have pension schemes which are the same for the differght
races, e.g. Unilever South Africa (I. 153), Barclays National Bank (I. 55
and Pilkingtons’ subsidiaries (II. 778). However, it was common to ﬁad
schemes classified by race, as in the subsidiaries of Johnson Matthey (II. SSO-BI)
and A. Cohen (1I. 613) Metal Box ]ustlﬁed the racial differences m tltmr
pension arrangements in terms of *‘ the different social structure’ §
1nterrupt10ns of service were not penalised in the case of Africans (Q. 5
There is reason to believe that the average cxpectation of life differs
significantly for Africans and Whites. Flexibility or racial distinctions in
pension schemes may be called for to take account of this.

77. We were told that the State pension for a Non-European was R7 per
month (I. 76). Companies which do not provide a pension scheme for their
African employees might well consider whether the State pension is adequate
to maintain them in retirement. We see point in Courtaulds’ decision to
disregard the State pension, which is subject to a “ stringent means test ”
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1In considering the adequacy of the company pension scheme (ibid.). Firms
whose employees are members of industry pension schemes may wish to O
follow Courtaulds’ example, with respect to some of their garment companies, =
n deciding to improve upon these pension schemes (I. 45, 52, 65, 69). Com-
Panies which employ African migrant workers could ensure that returning =
migrants were included in a pension scheme. While there may be some <

vOIN

racial differences in pensions do not operate to the disadvantage of Africans. @

78. Some companies help with the education of their African employees, '
or of their children, or of the African community in general. G.E.C. S
explained why they were preparing a scheme to provide bursaries for the &3
higher education of their African employees’ children: * their big problem Q
Starts with education ” (Q. 452). B.S.C. considered contributions to Non- —*
White education to be “ of fundamental importance in improving the working co
capabilities of Non-Whites, and thereby their standard of living ” (II. 629). =
Accordingly, B.S.C. South Africa had decided to allocate 2 per cent. of its &
total net annual income in bursaries and grants for the education of South
Africans on a multi-racial basis ; discussions were proceeding with the educa- =
tional institutions and bursary administrators which would be involved '
(ibid.). Metal Box South Africa regarded illiteracy as a barrier to the =
training and advancement of Africans, and therefore operated literacy pro- i
grammes at its factories (I. 192). The subsidiaries of British Oxygen (II. 689) ;
and Associated British Foods (II. 855) provided grants for the university =
education of the children of employees of all races ; but in both companies
the grants were extended to secondary education in the case of Africans ¢
because Africans. unlike Whites, were required to contribute to the costs of O

secondary education.

79. In some cases the response of Africans to the opportunities for
education provided by companies had been small. For instance, I.C.1I. South
Africa had received no requests from Non-White employees for assistance
in furthering their education and few requests from their children for university
bursaries (I. 269). Only one African had applied for a university grant
available to the children of Barclays National Bank employees (Q. 1616) ;
there were eleven applicants for the secondary school grants introduced in
1972, although Barclays would have been prepared to make 100 grants
(Q. 1617). British Oxygen’s subsidiary was planning to provide study rooms
for African employees in order to improve the response to their scheme for
furthering education (Q. 2145). Many of the company schemes to help
African education had been introduced within the previous year or were still
being introduced ; in those cases where response is weak it will no doubt
improve, provided that schemes are carefully adapted to African needs. We
were told that many Africans now attach great importance to education
(Q. 895, 1082). The numerous British companies which offer no educational
assistance to Africans miss an opportunity to help in a way which would be

highly valued.

80. The probiems and insecurity of Africans resulting from Government
controls over movement, residence and employment were noted in paragraphs
27-29. Some companies provide African employees with advice and assist-
ance when problems arise, e.g. concerning pass law infringements, work per-
mits and authority to move from one place to another. Firms mentioning such
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assistance included I.C.I. South Africa (I. 269), Pilkingtons’ subsidiaries BI.
779), International Computers (Holdings) (Vol. IV), Mather and Rhtt
(Vol. IV) and John Brown (III. 56). These companies have provided a lgad
which other British-affiliated companies may well wish to follow.

. 81. Our study of fringe benefits in British-affiliated companies has brought
out wide disparities. For instance, a number of memoranda made negligtiple
mention or no mention at all of fringe benefits for African employees. TFﬁ:Fe
included Redland (Vol. IV), Cape Asbestos companies other than mimmg
(I1I. 733), some associate companies of Jessel Securities (II. 744-64) and
Clarke Chapman-John Thompson (Vol. IV). On the other hand, Courta

claimed that fringe benefits at the mill of their main subsidiary had ‘ been
improved to what is thought to be the best standards in South Africa *, @d
in some respects were ° better than those currently available in soThe
Courtaulds factories in Britain ” (I. 14). It appeared that there had been
considerable improvements and extensions of fringe benefits during 1972 and
1973 ; many were being planned or implemented at the time of our mqugy

82. Pilkingtons’ subsidiary provided a wide range of fringe benefits i}l‘
their (non-migrant) African employees, costing about R20 per month per
employee (1I. 778-9). It was part of their general philosophy ‘“to try toJall
in gaps > ; gaps which would depend upon the ‘ social infrastructure *’ 2%
2430). Pilkingtons did not see their fringe benefits as a barrier to gregter
self-reliance or to the development of collective bargaining at the currgut
stage of sophistication of their African employees (Q. 2489, 2506). In ansWér
to the suggestion that fringe benefits implied paternalism, Pilkingtons argucd
that their African employees generally welcomed the fringe benefits rat
than the equivalent increase in wages (Q. 2499). There is a case for compa
providing benefits in kind for employees if the benefits would otherwise
provided inadequately or not at all. Fringe benefits would no doubt be mate
valued if they were based on detailed consultation with African employgs
about their wants and needs. However, the benefits provided by Britg-
affiliated companies need not be confined to their own employees. r
instance, Staflex International—with only four Africans employed in th ir
distribution units—had agreed with effect from 1st January 1973 to distrib
about 5 per cent. of the budgeted pre-tax profits of the local subsidiary amqﬁg
four organisations devoted to African welfare (Vol. IV).

v

652100y dOEC0c#



EXPENDITURE COMMITTEE

1#

3

Chapter 7

314 ATIVOINOHLD

POVERTY DATUM LINE

83. Much of our inquiry concerned the * poverty datum line > (P.D.L.) andO
“ minimum effective level ” or * effective minimum level ”” (M.E.L.) as criteri&3
for minimum wages in South Africa. The various studies now available havé3
not been made by the authorities—not even an official cost-of-living index)
appropriate to Africans is published—but by university departments and othe#*
Private bodies. It is a measure of the concern felt by such people that s&o
many P.D.L. studies have been made. At least two large multinationat*
companies, Unilever (Q. 313) and Barclays Bank (Q. 1599), mentioned tha&
they had not encountered such studies in other low-wage countries in whic
they had business interests. =

84. The concept of a poverty line was developed in England by Rowntreed
at the turn of the century.(!) His work was later improved by Bowley.(
The P.D.L., a modification of Bowley's method, was first calculated in South—
Africa by Batson in 1940.(®) Various subsequent studies, modelled o
Batson’s work, were made periodically during the post-war period, but théJ
P.D.L. reached a full flowering only in 1973: Table 7-1 shows no less thar&'
37 estimates relating to 1973 on which we have received information. %

85. The table shows significant differences in the estimates of different=
compilers even for the same place at the same time. These differences arises
from the arbitrary nature of the P.D.L. It is intended to measure “ theg
lowest possible amount on which a family can live under humanly decenfp
conditions in the short run ”.(*!) It is ncrmally composed of the retail cos
of the following items: sufficient food to provide each member of the house-;
hold, taking account of age and sex, with the nutritional requirements for?
health ; also clothing, fuel and lighting, cleaning materials, housing, an
transport to and from work. The cost of some components, e.g. housing an
transport, is normally based on average actual expenditures, and that of3

other items on the imputed minimum requirements for health or decency. N

86. Since the variability and arbitrariness of P.D.L.. measures raises thc%
question of their value in wage-setting, some explanation is required of theo
differences among the studies most frequently cited by witnesses. Thc::se9
include the University of Natal’s estimate for Durban,(®) the Johannesburgo
Chamber of Commerce’s estimate for Soweto, Johannesburg,(®) Professor -

(1) B. Seebohm Rowntree, Poverty: a Study of Town Life, London, 1901.

(32) A. L. Bowley and A. R. Burnett-Hurst, Livelihood and Poverty, London, 1915.

(3) E. Batson, Social Survey of Cape Town, Reports Nos. SS1-30, School of Social Science
and Social Administration, University of Cape Town, 1941-44.

(%) P. N. Pillay, 4 Poverty Datum Line Study among Africans in Durban, Department of

onomics, University of Natal, Occasional Paper No. 3, June 1973.

(5) Department of Economics, University of Natal, op. cir.

(6) Johannesburg Chamber of Commerce, circular to members (details of PDL November
1970-January 1973 published in evidence, 1. 362).
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Potgieter’s study of the main centres,() and the comprechensive survey
the Bureau of Market Research which was published too late for witnes
to take into account. Among companies supporting the survey financiall¥
were 26 subsidiaries and associates of British companies covered by o

inquiry.(*) Estimates for Durban and Johannesburg are shown in Table 7 =

Gadoana

87. Discrepancies in the estimates of food costs are the main reason f
the differences in the P.D.L. for Durban. The University of Natal figure s
based on the cost, in the shops used by Africans, of a * culturally neutralm
minimum diet necessary for health, drawn up by the National Nutritiofi
Council.(®) The other two studies make use of the food ration scales, bas¢d
on American minimum nutrition standards but adapted to African eati
habits, produced by the Department of Health.') These imply that gy
African adult male is allowed no more than 25 cents per day for food?)
The eating habits to which the nutritional requirements were adapted may &g
the products of poverty rather than choice.®) —

88. The Bureau of Market Research estimated a ‘‘ minimum subsisteng
level ” (M.S.L.) which is “very similar” to the P.D.L. of other studies
However, in addition to the normal items, it includes taxes and replacemei
of household equipment. Despite these additions, the Bureau’s estimate ]
generally <he lowest, largely as a result of its assessment of focd and clothigg
requirements. The Chamber of Commerce’s estimate of the P.D.L. includds
allowances for medical and educational expenses and taxes. Because t
P.D.L. nevertheless excludes some fairly essential items, the Chamber add
six further items, costing R9 per month, to the P.D.L. estimate to derive

its recommended minimum wage. All this is shown in Table 7-2. 8
89. The P.D.L. excludes many items on which expenditure is actuag

made by African households. Because Batson in his original study fou
that household income had to exceed the P.D.L. by half as much agai®
before households actually spent on the items included in the P.D.L. t
stipulated amount, he introduced the M.E.L. and estimated it as 150 per ce
of the P.D.L. (I. 352). This has become a standard rule of thumb. So
recent support has been found for the rule: African household expenditure
studies show that expenditure on items excluded from the P.D.L. is ab
50 per cent. of expenditure on the items which are included.(’) The Buremj

(1) J. F. Potgicter, The Poverty Datum Line in the Major Urban Centres of the Republi,
Institute for Planning Research, University of Port Elizabeth, Research Report No. ,
April 1973, o

(2) P. A. Nel, M. Loubser and J. J. A. Steenckemp, The Minimum Subsistence Level
the Minimum Humane Standard of Living of Non-Whites Living in the Main Urban Areas
the Republic of South Africa, May 1973, Bureau of Market Research, University of Sodth
Africa, Research Report No. 33. The list of subscribers, taken from the cover of fie
publication, includes the following affiliates of British companies: AE & CI, African
Oxygen, Barclays Bank International, Beecham South Africa, BP Southern Africa, Cadb
Schweppes (S.A.), CompAir (S.A.), Dorman Long (Africa), Dunlop (S.A.), Everite, Haggie
Rand, International Computers (§.A.), Leyland Motor Corporation of South Africa, Lintas,
Lion Match Company, Marley (S.A.), Metal Box Company of South Africa, Palabora Mining
Company, Premier Milling Company, Reckitt and Colman (S.A.), Shell (8. A.), Smith and
Nephew, South African Nylon Spinners, Standard Bank of South Africa, Stewarts and
Lloyds of South Africa, Unilever S.A. and Wilson-Rowntree.

(3) Department of Economics, op. cit., pp. 3—4.

(4) Institute for Planning Research, op. cit.,, pp. 6-7; and Bureau of Market Research,
op. cit., pp. 11-17.

(5) Bureau of Market Research, op. cit., A29, Table DU-B1.

(%) See Department of Economics, op. cit., p. 18.

(7)) Department of Economics, University of Natal, op. cit., p. 21.



TABLE 7-|
Poverty Datum Line Studies for Aftican Households in Different Areas

PDL MEL Assumed
(Randper | (Rand per Date famly Estimator
month) month) size
Main Clties
Cape Town .., 8180 20 March1973 .0 6 Institute for Planning Research, UP.E/(g)
94 180 Apilt9 .| 6 S.A, Institute of Race Relations(g)
8.4 13416 | February 973 6 W%ges Commission, University of Cape
own,
T | 100130) | May197 .|  59(/) | Bureau of Market Research, University of
South Africa,(g)
Durban 8.1 M9 | Mach 1973 .0 6 Institute for Planning Rescarch, UP.E.(g)
%400 438 | Mach9% .| 5X)) Delgartrlnent of Economics, University of
atal,
69.87(0) 91.000) | Mayl9m .| SX/) | Bureau of Market Research, University of
South Africa(g)
Johannesburg .. 7468 00 | March!9 .| 6 Institute for Planning Rescarch, U.PE/(g)
BRI WM | Mach 3 .| § Johannesburg Chamber of Commerce ...
63.79a) RA0) | Mayl9m i Sf) | Bureau of Market Research, Universty of
| South Africa,
Port Elizabeth . 7858 1181 March 1973 ... 6 Institute for Planning Research, U.P.ESg)
08,4 00 | Mayl9B .1 SAf) | Bureau of Market Reseatch, University of
, South Aftica(g).
Pretoria... T4 1316 | March 1973 .., 6 Institute for Planning Rescarch, UPE/(g)
61.12) 80060) | May1§m .| SH/) | Bureau of Market Research, University of
South Africa,
Other Places
Alberton 08.37(0) 070 | Mylon .1 6 Bureau of Market Research, University of
| South Afica.
Benoni ... 68.63(0) 91660) | Myl .| 6 Bureau of Market Research, University of
South Africa,
Boksburg 68.76(a) 0.660) | Myl .| 6 Bureau of Market Research, University of
. South Africa.
Blocmfontein ... 1455 M8 | March93 .| 6 Institute for Planning Research, U.PE/(g)

Source
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PDL, MEL Assumed
(Randper |  (Rand per Date family Estimator Source
month) month) §iz6
Brakpan T08(0) 00 | Myl | 6 Bureau of Market Rescarch, University of | 4
South Africa.
East London .. 1663 11495 | March19%3 .| 6 Institute for Planning Research, UPE(g) | |
63.60(0) B02p) | Maylon | SXf) | Bureau of Market Rescarch, University of | 4
South Africa,
Empangeni .. 1012 1058 | Machl973 .1 6 Ins&itutlc for Social Research, University of | 7
atal,
Germiston .. 70.50(a) 0100 | Maylon .| 6 Bureau of Market Research, University of | 4
South Africa,
Grahamstown ... 66.32 948 | March193 .. 6 Wages and Economics Commission, Rhodes | 7
University(e).
Kempton Patk.., T108(a) OLI5() | Mayi9m .1 6(f) | Bureau of Market Research, Univessity of | 4
South Affica,
Kimberey .. ..{ %48 N | Mach973 .| 6 Institute for Planning Research, UPE(g) | 1
King William's Town,... |~ 68.96 (0344 | Mach973 .| 6 Ingtitute for Planning Research, UPE(g) | 1
Kroonstad ... 8.5 532 | Machl93 .| 6 Gzzrm(ent Workers' Union of South Aftica | 7
6) g).
Krugersdorp . 65.11(a) B480) | May193 .1 S3(f) | Bureau of Market Research, University of | 4
South Africa,
Ladysmith .. 74,66 My | Marchi07 .. 6 Ingttute for Planning Research, UPE(g) | |
Parys ... 85,69 854 | Mach®93 .| 6 G:zr%’n)t Workers' Union of South Africa | 7
0 (g)
Roodepoort ... 10.25(a) 0L880) | May19m3 .. 0 Bureau of Market Research, University of | 4
South Africa.
Springs .. 08.46(0) B80) | Mayld .1 6 Bureau of Market Research, Universty of | 4
South Africa, |
Transkei Rural Area ... |~ 3373 80.59 De(%e)mber 6| 7 1. G, B. Maree (M.A, dissertation)le) ...| 8
Uitenhage 1044 1466 | March 973 .| 6 Institute for Planning Research, UPE(g) | 1
129%a) 95946) | May193 .1 SP(/) | Burcau of Market Research, University of | 4
South Alrica,
Vereeniging 10.500) N840E) | Mayl9n .| 6 Bureau of Market Rescarch, University of | 4
Vanderbiipark South Africa,
Vaal Triangle .., 8948 142 | Februay 193] § Vereeniging Chamber of Commercele) .. | 7
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Notes:
() * Minimurm subsistence fevel ",
(6) * Minimum humane standard of living ",
(c) The estimate relates to the Cape Peninsula and not just to Cape Town.
(d) The bracketed figure is the * minimum monthly recommended wage " derived as the PDL plus the cost of certain othet essential items.
() We have received no information on the details of these estimates,
() The estimates relateto the actual average size of those multiple-member households in the sample used.
(8) Separate, comparable estimates for another race ot races have been made by the estimator,
(h) This estimate was the latest available,

Sourees:

L. 1. otgiter, The Poverty Datum Linein the Major Urban Centes o the Republc, Instiute for Planning Research, Uriversity of Port Elzabeth,
Restarch Paper No. 12, April 1973,

2. Michael Hubbard, The Povety Datum Line and Effecive Miimum Level for African and Coloed Familes in Cape Town, April 1973, South Afcan
Institute of Race Relations (mimeo)

3, Univrsity of Cape Town Wages Commisson of the Students' Representative Councl, An Updated Memorandu Preseting Information on Black
Wages and Poverty in the Cape Town Area (mimeo), February 1973,

4. P. A, Nel, M. Loubserand 1. J. A, Steenekarnp, The Minimum Subsistence Leveland the Minimum Humane Standardof Living of Now-Whites Living in
the Main Urban Areasof the Republi of South Africa, May 1973, Bureau of Market Research, Univeriy of South Africa, Research Report No. 33, 1973,
19735. P. N, Pilly, A Poverty Datum Line tudy among Afreans i Durbar, Department of Economics, Universiy of Natal, Occasonal Paper No. 3, June

6. Johannesburg Charber of Commerce, Monthl Budget—Bant Family of Five—Soeto Johamnshurg (Cireulr to members), Jly 1973,

g. %op(}h Afrilcggllnstitule of Race Relations, Poverty Datum Lies in Various Areas, 1973 (mime), RR. SO/A/T,

. Evidence, 1361,
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TABLE 7-2

Components of PDL and MEL in Durban and Johaniesburg

Durban Johannesburg
Tnsitute for | Bureawof | Chamberof | Institwiefor | Burean of
Universty | Plmming | Market | Commerce, | Planaing | Market
of Natal, | Research, | Research, | Jamuary | Research, | Restarch
March 1973 | March 1973 | May 1973 1975 | March 973 | May 193
Rand Rand Rand Rand Rand Rand
Food .. 69,11 B3 3803 30 nR 1Y
Clothing ... 867 191 103 1.0 1950 9.17
Cleansing ... 231 T 093 10 } 10 0,75
Fuel and light 188 ‘ &0 455 ! 4.1
Accommodation ... 6.2 6.1 10 8.50 8.68 801
Transport .. i 476 ) 598 | 663
Taes o e - - 075 097 - 064
Replacement of household equipment . ~ - 19 - - 25
Medical expenses ... — - - 0.3 - -
Education ... - - - 253 - ~
PDL .. 9400 813 087 | 7806 74,68 63.71%)
Recreation and enfertainment ... - - 356 12 - 306
Personal care - - 099 n - 0%
Furmiture .. .. .. . - - - 187 - -
Crockery, cooking utensis, etc, .. - — - 059 - -
Writing materials, cte, .. - - - 187 - -
Saving for emergencies . - - ~ 20 - -
Minimum recommended wage ... —~ - - §1.12 - -
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Durban Johannesburg
Institute for | Bureaufor | Chamberof | Instituteof | Bureauof
University | Planning | Market | Commerce, | Planning | Market
ofNatal, | Research, | Research, | Jonuary | Restarch, | Research,
March 1973 | March 1973 | May 197 91 | Maxch 1973 | May 1913
Rand Rand Rand Rand Rand Rand
Medical and dental expenses .. . - - 07§ - - 0.0
To pension, unemployment, medical and bt funds | — - 0 - - 0.7
Eduation .. .. . . . - - JHA - - w
Extra washing and cleansing - - 007 - - 009
Extra clothing - - L9 - - 119
Extra food ... - - 162 - - 9.56
Taes .. 1% - 045(c) - - 0.35(c)
50 per cent, of ML 0 147 - 00 M -~
MEL 14358 1.0 9.000) | 11709 1202 8L.1106)
Size of household ... 5.d) 6 57d) - 6. 5.2d)
Sources:
Sec Table 7-1,
Notes:

(a) * Minimum subsistence level ",
§b) “ Humane standard of living "

) Taxes additional to those feied on an income equel to the  minimum subsisence lvel ",

(d) The average rlates o the actual average size of muliple-member households in the sample used.
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of Market Research preferred to estimate a ‘“ humane standard of living
(H.S.L): ““a modest low-level standard of living ”’.(*) This is not a %ed
percentage addition to their ML.S.L., but is built up by adding new co
nents, e.g. medical and educatmnal expenses and higher standards of od
and clothing ; the H.S.L.. happens to be about 30 per cent. above the MIS.L.
The various terms and their different components can give rise to confus'_ﬁm
For instance, more than one witness appeared to regard the Chambez= of
Commerce’s recommended minimum wage as the M.E.L., e.g. Unileveg(l.
151), and Pilkington Brothers (Q. 2460-75).

90. We can understand that it is not easy for employers to judge%he
relative merits of these various estimates. Some have pointed this Sut,
e.g. Slater, Walker (Q. 1134), British Oxygen (Q. 2184) and Barton and Q)ns
(Vol. 1V). However, it is important that companies which are concefibed
about the welfare of their African employees—and also that their criti€3—
should thoroughly understand the P.D.L., its components and the assu-mp-
tions which underlie it. For instance, they may wish to question whéther
the minimum food and clothing requirements laid down by the estimagors
of the lower P.D.L.s are adequate for their workers. Moreover, it is glly
if employers understand the P.D.L.. and M.E.L. that these measurements:gan
be used sensibly as criteria for determining minimum wages. 'S

-

91. We have decided not to adopt the practice of converting estimates_ of
African wage levels or of the P.D.L. from Rand into pounds sterlin@ at
official exchange rates. Such conversion is both unnecessary and potentrally
misleading. It is unnecessary because we are concerned with the absajimte
level of poverty of African workers in British-affiliated companies in S&dth
Africa, and not with their poverty relative to British workers. It is potenti&ly
misleading because relative prices in the two countries of the commodifics
which enter into African household budgets or P.D.L. budgets mayzbe
quite different from the relative currency prices (II. 852). r—

92. Among the information requested of companies was the followng%

“ Any comments you may have on the concept of the Poverty Daggm
Line, both in general and in relation to your particular wage lev%
(1. 91).

A dozen companies failed to comment on the P.D.L. A large nunBer
claimed that their subsidiaries or associates tried to ensure that minind3m
wages were not below the P.D.L., e.g. BLM.C. (Q. 206), Unilever (1. 1%)
G.E.C. (1. 169), Metal Box (1. 192) I.C.I. with respect to its subsidiry
(I. 257) and Cadbury Schweppes (Q. 1733). In many cases this wa$ a
recent decision, e.g. in English Calico (Q. 1522) and Slater, Walker. 'gpe
latter had agreed in March with their associate, N.T.E., to commission
various P.D.L. studies which would provide the basis for minimum wages
(I. 390-2). A number of companies stressed that their subsidiaries or
associates took the P.D.L. into account as one factor among several in wage-
determination: productivity, employment and profitability were also relevant.
They included Barclays Bank (Q. 1597), Associated British Foods (Q. 2672-3),
and Cadbury Schweppes for whom the P.D.L. was only a * fall-back ” level

(I1. 597).
(1) Op. cit., p. 1.
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93. Many companies cast doubts on the use of the P.D.L. as a criterior(g?
for minimum wages. British Oxygen was typical in complaining of thdés
proliferation of P.D.L. estimates and the difficulties of interpretation (II=<
691-3, Q. 2142, 2184). A number of companies appeared to reject th&?
P.D.L. criterion on those grounds, e.g. Bestobell (III. 23). Many firms argues
that the P.D.L. did not apply to their African workers, either because they<
were migrants, e.g. Consolidated Gold Fields with respect to their miningh
associates (I. 218), or because the firm operated in rural areas, e.g. Marchwiefn
(Q. 1355), or because the workers were predominantly young or female,lo
€.g. English Calico with respect to Associated Hemmers (I. 540). Many oks
the companies operating away from the main cities claimed that no satisfac{3
tory P.D.L., or no P.D.L. at all, was available to them. However, some of*
these had decided to commission P.D.L. studies relevant to their Africarkg
employces, e.g. Slater, Walker with respect to N.T.E. (I. 390, 392) and=
Cape Asbestos with respect to their mines (Q. 2330) : others tried to adaptf
an urban P.D.L. to local conditions, e¢.g. Courtaulds with respect to the;

pulp mill at Umkomaas (I. 21-2). <

94. Even in the case of companies accepting the P.D.L. as a criterioré
for establishing wage minima, there are considerable problems of interpreta-.
tion. Since the P.D.L. is intended to indicate the income required by aX
family, it was questioned whether the P.D.L. was relevant to the wages og
workers such as juveniles and women who were not normally ‘° primary_
breadwinners , e.g. Consolidated Gold Fields (Q. 617), Barclays Bank=
(Q. 1631) and I.C.I. (Q. 898). Application of the P.D.L. criterion was there-O
fore limited by some companies to adult male employees, e.g. Metal Box('-)
(I. 192), G.E.C. (I. 259-60, 263) and Dunlop Holdings (IL. 815). There is aQ
danger that if juveniles or women were paid wages equal to those of adult%
males, they would be discriminated against in recruitment practices. In ag
recent survey of African multiple-member hcuseholds 15 per cent. of the<
household heads were women.(*) It cannot be assumed that the household®
head is always a man, nor that all juveniles carry no responsibility for ag
family. However, most juvenile and women workers are not the primaryw
breadwinners in their families. Companies should recognise the particular('j
relevance of the P.D.L. to heads of households. >

A w
95. At least one company, Courtaulds, had agreed upon a policy offm
fami]y income supplements in some of their subsidiary companies. This istS
illustrated by reference to the wage structure introduced in April 1973 at§
Pretoria Paper Products (I. 73). Adult males over 18 received a minimum¢
basic pay of R20 per week. However, a minimum of R23 per week applied ©
to married males and also to those married females who were primaryS
breadwinners. In addition, employees primarily responsible for childrenZ
received R1.50 per week per child up to a maximum of four children. Ing3
this policy Courtaulds claimed to be breaking new ground (Q. 178-181);
they also claimed that all family men were above the M.E.L. “in all the
Cases we have been able to check ” (Q. 109-14). However, a number of
firms rejected the principle that workers should be paid according to family
Circumstances rather than according to their worth to the company,

() P. A. Nel, M. Loubser and J. J. A. Steenekamp, Income and Expenditure Patterns of
Non-White Urban Households, Pretoria Survey (Multiple Bantu Households), Bureau of
T%rlkct Research, University of South Africa, Research Report No. 27.1, Pretoria 1971,

able 3.3.
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e.g. British Oxygen (Q. 2144, II. 692), Metal Box (Q. 521), English Ca%o
(Q. 1574) and Associated British Foods (II. 854). The reasons given includad
the difficulty of administering such a system given the unstable and extended
families of many Africans (Q. 521) and the danger that men with lage
families would find it more difficult to get jobs (II. 692). —

96. The Pretoria survey mentioned in paragraph 94 revealed 5-7 memb'é’rs
per household in multiple-member households ; 38 per cent. of househ
had one earner, 52 per cent. had two earners, and 10 per cent. had m@zte
than two earners.(!) The household head accounted on average for 71 per
cent. of total household income, his wife for 14 per cent. and other memba¥s
for 15 per cent.() This implies that total household income averaged
1-4 times that of the household head. Similar results have been foundc-in
other places. A Durban study mentioned an average of 1-6 wage earrf@rs
per African household.®) However, because additional earners receiggd
roughly half the income of the main earner, the household income averaged
1-3 times that of the household head. =

97. The existence of more than one earner in the average household @s
led a number of companies to derive a minimum wage by dividing #he
P.D.L. by a figure between 1-:3 and 1-5. These included British Oxy%n

d

affiliates (Q. 2184, 2202-5), Caravans International’s subsidiary (I1I. 909) a
until recently, Unilever subsidiaries (Q. 288). Great Universal Stores ci
the University of Cape Town Wages Commision in support of their divis@n
by 1'4 (Q. 2577).(*) Division by 1-3 had apparently been supported by
Natal Employers’ Association (Q. 1134); however, the Association had
recently changed their minds and had set the full P.D.L.. (R94 per monthCin
Durban) as the objective for minimum wages (Q. 1157-9, 1. 353). Dunigp
Holdings’ subsidiary, although a member of the Natal Employé&ss’
Association, divided the P.D.L.. by 1:5 to establish minimum wages (II. 8C5,
Q. 2522). Associated British Foods’ subsidiary assumed 1-4 wage-carn€rs
per family, citing Professor Potgieter as authority (II. 854). In fact, e
notion that the P.D.L. should be reduced to allow for the income of other
household earners was convincingly rejected by Professor Potgieter in evxdeﬁ@e
to the Sub-Committee: because many households contain only one earrp;
to divide the P.D.L. by 1'4 or 1'‘5 for purposes of settmg wages wo
mean that these households received about two-thirds of the income necessmy
to maintain minimum standards (II. 1004). m

98. The Bureau of Market Research, in estimating the M.S.L.. and H.S.g .
had done so not only for the actual average multiple-person houschoids
reported in Table 7-1, but also for hypothetical households of different si
and for single-member houscholds. The Bureau pointed out that in 1930
single-member households represented 57 per cent. of economically-actiye
Africans in the areas which were surveyed.(®) The M.S.L. for single-mem§@r
households differed from that of multiple-member households in that it
allowed for the dependants of workers in only one item, “ support of
relatives . This allowance was based, not on a study of the minimum

1) Op. cit., Table 3.14(a).

(2) Ibid., Table 3.16(a).

(3) Department of Economics, University of Natal, op. cit., p. 27.

(4) In fact the Wages Commission was prepared to divide the MEL by 1-4, but not the
:’DL because of the danger that single-earner families would fall below the minimum standard
op. cit., p. 4).

(5) Bureau of Market Research, University of South Africa, op. cit., p. 8.
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financial requirements of the dependants of migratory workers, but on record
of the average monthly payments made by single-member households toD
their families elsewhere, with allowance for inflation and, in the case ofZ
married men, an arbitrary 50 per cent. increase in the allowance.(!) I

the case of married men living alone the  support of relatives > allowed—
was just over R20 per month. Thus the M.S.L. of a married, male. migrant<
worker living in a hostel in Johannesburg was R37 per month and in®d
Durban R39 per month.(?) The danger of estimating requirements on thdn
basis of actual receipts is obvious. A contrary view was put to us b)P
Professor Potgieter: * although the cost of living in the homelands is likelyo
to be lower, due to some home-produced foods, cheaper housing and3
transport and the generally less sophisticated standard of living, we have™®
evidence that the household size is larger than that of their counterpartsg)

in [:he cities. I therefore see no reason why these labourers should be on~
a different wage scale > (II. 1005). =

99. The truth is that there are no satisfactory estimates at present availabl%L
for assessing the minimum income requirements of migrant workers and®
their families. Nor can this deficiency be overcome in every case by th%
Company carrying out or commissioning its own P.D.L. study. The incomes.
of migrant workers’ families no doubt vary considerably according to theim
country or area of residence, and the amount and fertility of their land(.__E
In the case of companies recruiting from many sources, no single P.D.LE=
would do: many studies would be necessary (I1. 1005). Despite these diﬂicultie%
of producing a precise criterion for migrants’ wages, it would be possibléD
at least to avoid the apparent misapprehensions which we encounteredt'_)
Various witnesses referred to their migrant workers as “ single men >, e.g.&
Thorn Electrical (II1. 332). No doubt the term was used simply to indicate=
hostel-living conditions ; but it points to a danger that companies will overs:
look the fact that many migrants are married and have dependants. It i
inadequate merely to be concerned with the living conditions of the migrantso
themselves, as e.g. Johnson Matthey appeared to be in the case of theimmn

associated company (Q. 1716-21). &
100. A number of witnesses conveyed the impression that the families('j

of their migrant workers were able to support themselves adequately in theps
Bantu homelands. Tate and Lyle, in adapting the Soweto P.D.L. to th
situation of their subsidiary’s migrant workers from the Transkei, allowe%
dependants R10 (160 kilos of maize) per month for purchased food (I. 4168(§
Q. 1178-87). By making only minor allowance for the other purchas £
needs of the families of the migrant field workers, they were able to produceyg
a P.D.L. for these dependants of less than R17 per month (I. 418). AssoH
ciated Portland Cement argued that the families of their migrant worker&
fed themselves in the reserves (Q. 1449-50). They therefore derived a P.D.L}
(R35 per month) for these workers by deducting the food component from thé®
P.D.L. for Soweto, assuming that this food component was comparable
with the food the company gave to the worker plus the food grown by his
family (I. 520). Lack of dependence on migrant remittances to such an
extent is certainly not universally the case and probably not even typical.
For instance, according to a recent study of the Ciskei, 33 per cent. of
household heads had no arable land available to them and another 29 per

(1) 1bid., p. 21.
(®) 1bid., p. 28, Table 14.
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cent. had no more than 5 acres of arable land.()) Growing landlessngss
in some areas was mentioned by Consolidated Gold Fields (I. 207).() o
guard against the danger that the dependants of their employees have=to
subsist at levels well below those corresponding to the P.D.L., it would

wise for companies to pay their migrant workers, in wages and fringe benefs,
no less than the workers would be paid in the same jobs if they were settled
nearby with their families. For instance, A.E. & C.I1., the associategaf
I.C.1., paid to the lowest grade of (migrant) worker at the main factory[min
Modderfontein near Johannesburg, minimum wages, including beneﬁtsom
kind, of some R75 per month (I. 271-2, 279), roughly equal to the two

higher P.D.L. estimates for Johannesburg (Table 7-1). B

101. We encountered the question of which wage to compare with ghe
P.D.L. We had asked companies for information on basic wage rates classi-
fied by grade or function and by race, both the average and the lowest mte
for each group : and also for information on fringe benefits and deductiths
from pay (I. 91). Because the P.D.L. is generally regarded as a minim'gm
living standard, it is the lowest rather than the average rate that is relevagt.
In addition to the basic rate there may be various forms of bonus, e.g. annggl,
production, attendance or holiday bonus, piecework payments, overtitne
payments and various benefits in kind. We favour the view that only th:
elements of the wage which are guaranteed and certain should be inclu
for comparison with the P.D.L. (II. 1004). Annual bonuses, provided that they
are certain, might be included even though they cannot help the w y
budget, on the grounds that some P.D.L. items, such as clothing, can;
bought once a year. Various deductions from pay by employers arec cam-
monly mentioned, e.g. tax, unemployment insurance, and employees’ contgi
bution to a pension fund. Unless these are included as components of
P.D.L. estimate, they should be deducted from the wage for comparison v@h

the P.D.L.
_U

102. Despite the abundance of relatively unskilled workers, overtime wonk-
ing by Africans appeared to be extensive in many companies. Probaﬁy
the amount of overtime worked by Africans was governed by the amount
worked by Whites, of whom there was a scarcity (Q. 1892). G.E.C. stagd
that in their subsidiaries, in addition to the basic working week of 45 howxrs,
an average of 5 to 10 hours of overtime were consistently worked, withlla
wage premium of one-third (Q. 387-9, 1. 175-7). In the absence of overti2ge
working, about 25 per cent. of their African employeces would have been pgid
below the relevant P.D.L. (Q. 441). G.E.C. claimed that their objectivc%f.
paying all employees above the P.D.L. was currently being achieved providsd
that S hours of overtime were worked by the lowest-paid, i.e. less than gc
average amount of overtime (Q. 443-4). In September, G.E.C. mformedsus
that the minimum would shortly be raised to a level which, without any ovix-
time working, would exceed the relevant P.D.L. (II. 1040). It is bad practice
that overtime working should be necessary in order to yield an income
exceeding the P.D.L., both because of the long hours involved and because
of the unreliable nature of overtime earnings. It would seem to be a defect

1) P. de Vos, A Socio-Economic and Educational Survey of the Bantu Residing in the
V:ctarta-East Mzddlednft and Zwelitsha Areas of the Ciskei, Fort Hare, 1970, p. 295; quoted
in Francis Wilson, Migrant Labour in South Africa, pp. 100-103.

(2) On poverty in the Bantu homelands, see also paras. 21, 22 and 26 above, and Francis

Wilson, op. cit., Ch.
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of the *‘ task ”’ system of payment used on the estates of Slater, Walker’s asso-0
ciate, N.T.E., that only 36 hours a week are guaranteed (I. 436—40).

NO

103. A number of witnesses argued that the value of fringe benefits should$?
be included in the wage to be compared with the P.D.L., e.g. Pilkington—
Brothers (II. 780, Q. 2491-2501) and Marchwiel Holdings (Q. 1302-3) ;<
or that the P.D.L. should be reduced to exclude the value of benefits provided,™
e.g. Tate and Lyle (I. 418). The inclusion of fringe benefits in the wage ish
correct only if these particular benefits are also included as components ofJ
the P.D.L.. However, most P.D.L. estimates exclude educational and medicalns
expenses, pension contributions and other commonly provided fringe benefits. 3
Where important benefits in kind are provided for employees, e.g. the food®?
and accommodation received by migrant workers, it should be remembereds
that this provision reduces family requirements only up to the value that the—
P.D L. estimate places on the food and accommodation requirements of the

houschold head. g
- O

>

=

TV

104. The application of the P.D.L. concept to non-migrant workers 1is
Particularly difficult in the case of farm employees. It generally falls upon
the employers to provide housing, food and many amenities for African
employees and their families living on company estates, e.g. Associated%
British Foods (II. 858), Slater, Walker (I. 391) and Courtaulds (I. 29-33).2¢
The cash wage can be a minor part of the total remuneration: the welfarel]
of African employees is much affected by the quality of amenities such=
as housing, sanitation, education and medical services provided by the7
employers. Such companies may have to rely more upon their judgments¢
as to a satisfactory quality of amenities than upon an adapted P.D.L.

aNY

OWINO

105. The application of the rules suggested above is illustrated by reference
to the wage paid to “labourers” in Courlaulds’ largest subsidiary=
S AIC.C.OR. in a week of April 1973 (I. 26).(*) In the case of dayg
workers, the basic wage for 46 hours a week was R15.64.(°) To thism
Courtaulds added the average overtime payment of R3.91 and a bonus,(:%
based on average plant production, of R1.76, giving a weekly average of:
R21.32. In addition Courtaulds provided a housing subsidy and paid(;
unemployment insurance contributions and employees’ tax: these added upw?
to R1.28, giving a weekly gross income of R22.59. From this total wasly
subtracted R0.94 in employee pension contribution and the deductions by the
employer (R1.28), to give an average weekly ‘ take-home ™ pay of R20.37.53

owever, since overtime and production bonus probably could not be%
Buaranteed, the likely guaranteed take-home pay was R14.70. Courtauldsg
had modified the Johannesburg Chamber of Commerce’s * recommended ©
minimum wage > to conditions at the Umkomaas mill (I. 21-2). For(\l,_l
Purposes of comparison we excluded from it the cost of housing and tax,©
Since these were already deducted from the wage rate. The most appropriate
estimate of the recommended minimum wage, R15.13 per week, turned
out to be slightly higher than the guaranteed take-home pay for a *“ labourer *°.
We have produced these details to illustrate the complexity of making valid
Comparisons. Even companies which are confident, as Courtaulds were

(1) There was no indication in Courtaulds® memorandum that the family income supplement
Scheme, discussed above in paragraph 95, had been introduced in this company.

4052) Substantial increases were made in July 1973, raising the basic wage to R19.32 (I1. 1037-
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(I. 22), that they pay all their employees above the P.D.L. (in this @se
above the Chamber of Commerce’s recommended minimum wage) magin
fact be paying some employees below it. Conversely, criticism of compafiies
for paying below the P.D.L. may prove on closer examination tor:Ebe
unfounded. :

106. Until very recently the infrequency with which P.D.L. estimatesoin
a number of centres were published inevitably meant that some woul e
out-of-date. Some companies quoted less up-to-date P.D.L.s than othgs;
partly this depended on the dates of submission of memoranda. We received
early memoranda from B.L.M.C. and Unileverr B.M.L.C. quoted figfives
for December 1972 for Durban and August 1972 for Port Elizabeth (L. ).
The wages reported by Unilever had been established by reference tg a
November 1972 P.D.L. (I. 151). Some delay is inevitable between the
carrying out of a P.D.L. survey, its publication, and a firm’s periodic wage
review. The effects of such delay can be ameliorated if companies a@w
a margin between the P.D.L. and their minimum wage, and review wages
frequently. Given the recent pace of inflation in South Africa, many -
panies said that they would in future review African wages at frequ@nt
intervals. For instance, the affiliated companies of Courtaulds (Q. 1356),
Armitage Shanks (Q. 2020) and Associated British Foods (II. 858, Q. 2633)
were going to review wages regularly twice a year. The former infrequedtcy
of P.D.L. revisions and the lack of P.D.L. estimates for some of the sm%cr
centres mean that companies may themselves have to update a P.IO0L.
estimate or adapt a P.D.L. relating to a main centre to conditions in tfeir
locality. However, there is a greater danger of inaccuracy if P.D.L.s 3re
not produced by experts. For instance, Armitage Shanks could not pro&de
a satisfactory explanation of why their estimate was R18 less than %16
P.D.L. for Johannesburg which was 20 miles away (II. 648, Q. 1972 zZnd
2014-6). -

=

107. Professor Potgieter concluded his study of the P.D.L. as follog'zs:
“1 sincerely believe that to offer wages less than the P.D.L. under pre$€nt
living conditions is inhuman, whatever the economic circumstances&i(‘)
We favour the use of the P.D.L. as a criterion for minimum wage fixhg.
This should not be done mechanically: many assumptions and judgments
are involved in its application. We have suggested a set of rules for relaffhg
minimum wages to the P.D.L. in a sensible way. The estimators of She
P.D.L. regard it as a measure of the barest minimum required to supﬁ@rt
a family in African living conditions, assuming the wisest allocation Dof
expenditure. Acceptance of the P.D.L. criterion should thereforc notcbe
taken to imply that a wage equal to the P.D.L. is a fair one. To say %at
no adult male should be paid a regular wage less than the P.D.L. does amot
imply that the wage should be equal to the P.D.L. This is recogn{“s:’ed
by many firms, e.g. Barclays Bank (Q. 1627-8) and B.S.C. (Q. 1889). How-
ever, there is a danger that the P.D.L. will be used by some firms to estab-
lish the wage which they can *“ get away with> (I. 352). It is because
the P.D.L. represents the barest minimum that the M.E.L. has becen put
forward as an objective for minimum wages. Thus, Professor Potgieter
recommended that the M.E.L. be the ultimate target in setting wage levels
(11. 1004). We believe that the subsidiaries and associates of British com-

(1) J. F. Potgieter, op. cit., p. 62.
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Panies, many of whom already pay some of their African employees aboveéd
the M.E.L., should accept the M.E.L. as the target for minimum wages, t

be achieved according to a timetable. O

108. We were able to question oral witnesses in some detail on the wage
Paid by their subsidiaries and associates in relation to the most relevant<
P.D.L. In Tables 7-3 and 7-4 we set out some instances of companies?
which were paying minimum wages either below some or all of the relevanfq
P.D.L. estimates or likely to be below the relevant P.D.L. if one were-?
established. In estimating the minimum wage for comparison with they
PD.L., we have attempted to apply the rules developed in paragraphs 94-3
103. Because a valid comparison requires considerable information (illus®
trated in paragraph 105) which in most cases was not fully provided, wes
recognise the difficulties in making any such comparisons. Tables 7-3 and_
7-4 should be read in close conjunction with Table 7-1. @

109. B.L.M.C. quoted an out-of-date Natal Employers’ Association P.D.L,gj-L
(I. 106) which was less than the minimum wage at their subsidiary’s Durbant®
unit cited in the table. However, the latest P.D.L. recommended by th
Association, the Natal University estimate of R94 per month, exceeded,
Leyland’s minimum wage. Unilever South Africa used the Johannesburgm
Chamber of Commerce P.D.L. of R78.06 for their employees in all centres
(I. 151). This may have been inadequate in Durban and Cape Town, where,:E
one of the three P.D.L.s and three of the four P.D.L.s respectively exceeded:‘z>
the Unilever minimum wage. Similarly, the nationwide minimum wage inO
Metal Box South Africa appeared to be less than some of the P.D.L.s in'
Some of their centres of operation. It was only with the addition of bonuses¢)
and overtime, raising the pay of a minimum-rated worker to R89 per month=
(I. 177), that the April minimum at the G.E.C. Johannesburg company cited%
in the table would exceed the Johannesburg Chamber of Commerce’s P.D.L..=
and *“ recommended minimum wage . The two examples cited of minimum—g
Wages paid by associates of Slater, Walker suggest that the company’s objec-mm
tive of paying all employees “in excess of the recognised P.D.L.s in the2>
different areas ” (I. 377) had not yet been achieved. A cleaner at Barclays.
National Bank at Ladysmith (a town then classified by the Bank as “ rural )
would require 10 years of service to reach the P.D.L. for Ladysmith as¢p
estimated by Professor Potgieter (Q. 1661-9). This did not appear to squarell}
with Barclays’ statement that a family man should be paid considerably(3
more than the P.D.L. (I. 555). However, Barclays’ minima and scales werel3
Subsequently raised in August and October (II. 1044). Cadbury SchweppesQ
South Africa paid a minimum wage to adult male established employees in S
Port Elizabeth which was less than ecither of the P.D.L. estimates for thatS
centre. It would require 8 years of service at A. Cohen’s subsidiary for a<
grade 3 worker to reach the P.D.L. for Benoni estimated by the Bureau of 3
Market Research (I1. 618). The British Oxygen subsidiary cited in Table
7-3 paid minimum wages a little below the only P.D.L. for its main location,
Germiston, and well below the P.D.L. estimates for some other locations
such as Durban and Cape Town. The minimum wage at the tyre plant
of Dunlop South Africa in Durban was below two of the three Durban
P.D.L.s, and the minimum at the new Ladysmith plant was below the only
PD.L. for Ladysmith. The minimum wage in the G.U.S. retail chain sub-
Sidiary was well below all currently available P.D.L..s. The basic minima
Paid by Associated British Foods’ subsidiary were less than the P.D.L.s
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available for the cities specified in the table. The minimum wages ingse
industrial associates, cited in the table, of Consolidated Gold Fields d
Jessel Securities were significantly less than all the P.D.L. estlmatesaor
Durban and Johannesburg respectively.

T

110. There were a number of companies operating in rural localities"for
which no independent P.D.L. study, or no P.D.L. study at all, had bkEen
made. There were others, employing predommantly migrant African workmars,
for whom the local P.D.L.. was not relevant in assessing the necdsDof
workers’ families. Where companies provided free board and lodging rand
other benefits to migrant employees, these were commonly valued at betwden
R20 and R30 per month. The associates of Consolidated Gold Fields, J¢Ssel
Securities and Johnson Matthey, and the subsidiaries of Cape Asbestos gnd
Marchwiel Holdings, cited in Table 7-3, all reported minimum wasges
(including benefits in kind) for their migrant employees which were low_in
relation to other minimum wages shown in the table and well below 2#ny
of the current P.D.L. estimates shown in Table 7-1. Tate and Lg’s
subsidiary paid their factory workers—mainly married men—a minin¥am
(excluding benefits in kind) greater than their own estimate of the PlgL
(excluding benefits in kind) relevant to the factory workers and their famgbes
(I. 418). However, we have suggested grounds for questioning this P.IFL.
estimate (paragraph 100). The field workers received much lower minia
but 70 per cent. of these were single youths (I. 418). Similarly, the lowest
wage at the rural factory of Associated Portland Cement’s subsidiary exoee@d
the P.D.L. cited for their migrant workers (I. 520), but the P.D.L. was con-
structed by the company on questionable assumptions (paragraph 100). e
minimum wage paid in April to African employees by English Cali
subsidiary, located in a rural area for which no P.D.L. estimate had bt€en
made, was lower than the current P.D.L. estimate for any centre. Armifgkge
Shanks’ subsidiary paid African males a minimum of about R63 per mo
apparently low for township-dwelling employees 20 miles from JohannesH[Irg
(see paragraph 106). There was no “ scientifically estimated ” P.D.L. forhe
rural area in which R.T.Z.’s subsidiary P.M.C. is located (Q. 712). Howe%r.
the Panel of Investigation commissioned by R.T.Z. made a *‘rough esti-
mate >’ of R70 per month, i.e. above the minimum cash wage. The P@el
recommended that a reliable estimate be made, and this was being acted
upon by the company (I. 236). R.T.Z. reported in an updating memorandom
that a P.D.L. relevant to the low-paid married workers at Palabora fad
now been estimated at R45 a month (II. 1042). We were not given sufﬁc%&
detail to discover precisely why it was so much lower than other P]EJ
estimates. S

111. Some companies may say that the figures in Table 7-3 are mis-
leading. For instance, it is possible that the minima apply only to workers
who are not primary breadwinners, e.g. juveniles and women. It is also
possible that very few workers are actually paid the minima quoted. This
was argued in evidence by, amongst others, G.U.S. (Q. 2588); yet cven the
average rate for African unskilled workers in their subsidiary, equal to
R69.20 per month, was below the P.D.L.. on which they claimed to base
their wages for urban areas (II. 830, Q. 2576). In many cases our comments
about the minimum wage for the lowest grade of worker would apply also
to the average wage in that grade. Our objective in producing Table 7-3
was to suggest to British companies that there is a case for examining or re-
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€xamining the lowest wages paid by their subsidiaries and associates in the_-Tg'
light of present information on the P.D.L.. For this reason we have alsc§
Pr<_>duced, without further comment, Table 7-4 which shows minimum wage

Paid by the affiliates of some British firms from which we receive

meémoranda but did not take oral evidence. Neither in Table 7-3 nor in—
:rable 7-4 is the list of British companies and affiliates which pay wages low=<
In relation to the P.D.L. by any means exhaustive. Nor do the tables showX
more than a selection of the grades of labour and places of operation. Itm
should be borne in mind that the information on the P.D.L. and M.E.L®

shown in Table 7-1 is already likely to be out-of-date. N

R

112. Many companies operate in localities for which no current satisfactory®
P.D.L. estimate exists (see paragraph 110 above). Adaptation by such aQ
Company of P.D.L. estimates for other places is possible but carres with it_
thp danger of inaccurancy (paragraphs 100 and 106). Where companies employ®
Migrants, and particularly where they are recruited from many areas, the—
SStimation of relevant P.D.L.s presents special problems which mean thatS3
Precise estimates are impossible (paragraphs 98-100). Despite this difficulty, >
there is a good case for commissioning experts to undertake P.D.L. studies,=
as some companies have done. It may be necessary for a company With:'U
Tural operations to commission a P.D.L. study on its own (see paragraphs S
92 and 110). But no doubt there are economies of scale to be reaped: itIT
may be possible to join with other companies, either through an areal
Cmployers’ association or an industry employers’ association or through =
COmpany sponsorship of a national survey (see paragraph 86). Another ;
Possibility is that the subsidiaries and associates of British companies should O
Combine to commission a regular. nationwide set of P.D.L. estimates =
\ 2639) ; possibly through U.K.S.A.T.A., which has already gathered =
Information on the wages paid to African employees by its members (Q. 8-15).
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TABLE 7-3

Somae Minimum and Average Wages of Afreans in cetan Bltsh-Afhliated Companies: oral witneses

African
Company Aftliate Locality Gradeof | Number | Date Wage | Minimum Notes Source
Aftican in (Randpet | or
Labour | Grade month) | Averags
BLMC. .. o | Leylnd  Motor | Durban .. .. | Howly paid 4 [Aprill9 .| 829 |Lowst | Basic income, It was |, 106, 110,
Corporation of unskilled, 833 [Aversge | claimed that no des
South Africa ductions from pay
were made,
Unilever .., o | Unilever ~ South | Throughout South | Grade W. 1| 994 [Aprl19% .| 19 | Minioum Wage including annual | I, 152, 1%,
Aftica, Alrica but mainly | (lowest 839 | Average | bonus, Emplogee pene
in Durban, grade), sion contribution of
R6.07 per moath is
deducted,
Metal Box ... | Metal Box South | Theoughout South WaTegroupl w (May 9 .| M3 | Minium | Basic monthly pay .. | 1190, 192,
Alrica, Alfica, (lowest 16 | Average
grade),
GEC, « | L.H Marthinusen | Johannesburg .., | African .| 310 | April 193 .. ?I‘Ilg Minimum | Rateforstandard hours | T, 172, 177,
a | Average
Lae O f 80| Minimom 1L, 1040
Slater, Walker o | LSuman .. [Dutban .. .. |Unskilled W Apl193 .| S18 | Lowest Rateforstandard hours, | 1, 454, 462,
male, 635 | Average | Statutory deductions
were  ROD0 per
, month,
McCallum & | Johannesburg ... | Unskilled A [ Aprl 973 | 603 | Lowest |Rateforstandard hours, | I, 494,499,
Stevens, male, 10 | Average | Statutory deductions
were  ROSI per
month,
Barclays Bank oo | Barclays National | Ladysmith ., . | Cleanernoteh | = | Aprl19% .| %66 | Minioum Firstyear of ruralwage | 1. $58, Q.
Bank, 1, October 1973, | 904 | Minimum | scale. 1662,
11, 1044
Cadbury Schweppes ... | Cadbury Port Elzabeth ... | Established, | 177 | Apeil 1993 .| 642 | Minimom | Basic wage. The em- | 11, 598, 609,
Schweppes unskilled ployee pension con-
South Africa male, tribution of R4,14
per month is de.
ducted.
A, Cohen ... o | Metal Sales Benoni . | Grade3 = |Febary 073 1 533 {Llowest |Basicwagerse .. 11,613,618
(lovéeit 94| Average
grade),
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TABLE 74

Some Minimam and Average Wages of Afrcans in cetan Britsh-Afilsted Companies: non-ral witnesse

Alrican
Company Afiliate Locality Gradeof | Number | Dt Wage | Minimum Notes Souree
Aftican in (Randper | o
Labour | Grade month) | Average
Aberdare Holdings.,, ... ECC. Sowb |Vereniging .. |Operator (se-| 38 |May 970 .| 629 | DMinioum | Besic wage incloding | I 6
Africa cond lowest 669 [ Average | leave bonus,
grade)
Albright & Wilson ... | Chrome Chemicals | Merebank, Nata] .. | Unskilled HS | May 9913 .. 60 | Minimom | Basicwege .. .. |lLS
South  Africa labourer
Amélgamated Power Engine | Amalgamated | Johamnesburg ... | Labourer N w9 . 89 | Miimum | Basicwage .. .. | IIL10
gring Power Engincer- 82 | Average
ingSouth Africa
Armstrong Equipment ... | Armstrong  Hy- Mainly Port Flizabeth| Male produc- W My 19m 582 | Minimum | Basic pay rate v
draglies South tion oper- #2 | Average
Aftica ative,stores
staff, main-
tenance
staff, driver
Automotive Products Asso- | Automotive and | Johannesburg ... | Grade 2 (ie-| 24 My 1973 ] 46 | Minimum | Basic wage. The eme | 111, 13,156
ciated jointly with Joseph |~ Girling - South condlowest 806 | Average | ployes pension cone
Lucas (Industties) Africa grade) September 1973 | 631 | Minimum | tribution of R4} | IV, Appx. 2
jointly with 9.3 | Aversge | per month is deduc-
Automotive ted
Products  of
South  Africa
Babeock & Wileox .. | Baboock & Wileox | Allareas ... ... | Labourer 617 | April1973 .1 M3 | Minimum | Guaranteedminimum
of Africa ¢arnings " but, until | 1V,
(Operations) 1 October 1973, it
includes 35 hours of | IV, Appr. 2
overtime working
Barton and Sons ... ... | Bartons Tube and | Boksburg, Transvaal | Unskilled 47 | March 1973 .| 556 |Lowest | Basic wage rate assum-
Conduits 95 [Avrage | ing 195 houss a IV,
August 1973 . © 635 | Lowest month. The minis
619 | Aversge | mumbonusof R3S | IV, Appx. 2
per month s included
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' , Aftican
Company Afiliate Locality Gradeof | Number |  Date Wage | Minimum Notes Source
Aftican in (Randper [ or
Labour | Grade mooth) | Average
Bestobell .. o | Bestobell  Indus- | Jobanaesburg ... | Unskilled B (Maylin .| 460 |Lowest, |Basic rate, The em- |INL23,26,
trial & Albert 620 | Average | ployes pension cone
Vauw July 1973 07 {Lowsst. | tribution and the
683 | Average Christlmas b(lmus
o toughly cancel out
Exner-Dickinson | Industia, Unskilled ST M9 | 512 | Lowest y
r, Johannesburg | (contract) 60 | Average
British Insulated Callender's Kilpatrick (South | Johannesburg and | Unskilled 456 (Mayl9 .| 3 | Minimum | Wage includes minie
Cables Aftica) .| Durban %55 |Avmge | mum box}lus of RLI _—
' o t mont .
Sooltish - Cables | Pietermaritzburg ... | Grade 2 (3¢ | 416 | May 9% .| 627 | Minimum Wgzeincludesbonusof
(South Affica) condlowest 090  |Aversge | about R3O0 per
grade) month,  Mininum
wage of R86 planned
by end 1973
British Match Corporation | The Lion Match | Duban .. .. | Gradel(lowe | 98 |JunelS) .| 663 Starting | Basicwage .. .. |IV.
Co. | estgrade) 60 | Average
Rosslyn, nr, Pretoria | Grade | 26 |Jnel9 .0 ST | Startingand | Basic wage ..
average
British Ropes w | HoggieRand . | Cenres including | Grade 1 (La-| 871 [May 9% .| S18 |Lowest |Basic wage, Many |IIL424
Johannesburg, | bourer and 92 | Average Aftican employees
Cape Town and | other up also tective food and
Durban skilled) accommodation  or
receive  RI3 per
month in fiew
Chubb & Son oo | Josih Parkes and | lobannesburg .. | GradeGmale | 155 | May 970 .| 6L6 |Llowsst | Basic rate assuming | 1Nl 5, 100,
Sons (South (third low- M9 [Average | 195hourspermonth,
Africa) st grade) A minimum of R9% | 1V, Appr, 2
is intended by July,
19%
Delta Metal Co. ... ... | Consolidated Lu{paardsvlci, Grade H{se~ | 251 [ Myl .| 538 | Minimum | Basic minimum eatne
Brassfoundry ransvaal cond low 13| Average ings excluding over-
gst) time and bonuses. | IV,
Delta claim a value
of R10.33 per month
for fringe benefits
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Altican
Company Affliate Locality Gradsof | Number | Date Wage | Minimum Notes Source
Aftican in (Randper | or
Labour | Grade month) | Average
Drake und Cubitt Holdings | Drake and Gor- | SABCT.Y. site .. | *Electrical 0 (Meyl91 .| 480 | Lowest, | Dasicpay rate, assume
bam  South Boy' 538 |Average | ing 95 working
Africa hours per month, | IV,
Accommodation s
provided at some
sites, but it is not
stated whether it s
provided at this one,
EagtLondon .. |Labouwer in| 54 |May9% .| 24 |Lowesst |As above Statutory | IV.
training 10 00 | Average deductions assumed
be elegtric- {0 be zero.
fan's assise
tant
M., . | CapeNight Watch { Cape Town ... | Nightwatchs 25 (May 1973 .| 523 | Average | Basic wage including
man leave pay of R2.40
per month 1, 1943,
EverReady .. .. [Eveready South|PortElizabeth ..|Grade2 (se-{ (21 |May1973 .| $54 |Lowsst | DBasic pay. The ems | 10197200
Africa... cond low- 68.5 | Average | ployee pension cone
1) Avgust 1973 .. | 593 | Lowest, tribution of about | IV, Appx. 2
B3 [Averags | R4 per month is
deducted
Fodens 14d.. .. ..|Fodens (SA) | Alrode, Transvaal | Labourer % Mayl9m .| S30 |Lowest | Wagerae .. . |IV.
615 | Average
Olyawed .. . | Defy Industres ... | Durban ... ... | GradeI(lows | 287 | July 1973 616 | Minimum | Rate excluding holiday | IV,
st grage) 617 | Awerage | bonus
Newcastle, Natal .., 0 | July 1973 6.6 | Minimam
: 6854 | Average
Guest, Keen & Netdefolds | KN~ Sankey | Transvaal .. ... | Affican .| 623 [JwelS .| 674 | Minimum {Rate for standard
B | Average hours V.
10,197 | 8L | Minimum IV, Appx. 2
HallThermotank .., ... | Hall-Thermotank | Durban ... ... | Labourer B (Mayt9m . 67 i Lowest | Basic wage rate asume
(Natal) Grade 1 666 | Average ing 195 working | IV.
(lowest hours a2 month,
grade) Minimum bonus of
R per month is
included
Howden Growp ... .., | James Howden & | Johannesburg ... | General 2 [Juet9 .| 96 |Average | Basic pay including | IIL 2336,
Safanco worker holiday bonus of
R24 per month
197 1Sept 197 .1 26 | Average IV, Apps. 2

e g s s 4w e
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Affican
Company Affliate Locality Gradeof | Number | Date Wege | Miniowm Notes Source
Altican in (Randper | or
Labour | Grade month) | Average
Industral and Commercial | Dewrance Triangle | Lupaardsvlel, | Unskilled 05 | Juoe 1973 ..} S40 | Minimum | Besic rat for standard | I, 237,
Finance Corporation South Afries | Transvaal [abourer hours (45 hours per
week),  including
minimun bonus of
RL1 per month
Interogtonsl Compresed | CompAir ~ S.A, | Jobannesbuwrg .. | Labowrer .| 15 [Mayi97 .| 98 |Lowst | Basicrateforsandand
Air Corporation 637 | Average hours (43 hours per | 11, 242,
week),  including
minimum bonus of
R2.1 per month
Lead Industries Group . | Fergusson's Paints | Durban ... . | Labourer .. WMy 1 652 |Lowest  Basicrate .. .. |1V,
St 1973 .| AT | Lowest :
167 | Average IV, Appx. 2
Lontho Group o | Twechomein | Witbaok, Transvaal | Afrcan male | M2 {Jne 973 .| 433 |Lowess | Lowest basic rate and
Unitd 0 [Avemge | ovege  eamings | IV,
Collieries respectively,  The
value of fre¢ housing,
rations and other
benefits in Kind,
¢stimated at not Jess
than R30, is includ-
ed, Statutory ded-
uctions are assumed
o bé zero
Madey .., « | Marley  (S.A) | Nigel, Transvaal ... | Spreader My .| S8 |Lowest |Basicwage .. .. |21,
labourer, 05| Average
male
Mother & Platt ... .. |Mather & Platt | Germiston... ... | Gradelll 03\ May 9 .| 519 | Minimum | Basic tate. A minis | IV,
(SA) (lowest $59  |Average | mum of RIOD is
grade) planned for June
Durban .., | Maylm .| 65 | Miimum
and
average
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Altican
Company Affiliate Locality Gradeof | Number Date Wage | Minimum Notes Source
Altican in (Randper | or
Labowr | Grade month) | Aversge
Mitchell Cotts o | Industrial Carbon | Johannesburg ... | Aftican 4 | Myl .| $12 | Minimum | Eaenings. Itis claimed | IV,
and  Graphite 6L1 | Averags | that the inclusion of
Co. benefits-inkind
raisés the minimum
toR75,
Reinforcing Steel | Capetown, East | African B4 {May19m .0 512 | Minimum Iv.
Co, London, Port Eliz- 601 | Average
abeth, Durban,
Bloemfontein,
Victoria,
Ozalid Group Holdings ... | Kolok (Africa) | Electron, Unskilled 10 [Junet9B3 .| 513 |Lowest | Basic rate, including | 111,971,
Johannesburg 93 | Average bonus of RII per
month
Reaks Hovis McDougall ... | Cerebos (Africa) | Ultra/Berg River Mainly grade 0 (i .| 510 | Minimum | Wage including living
‘ ' Salt Works (rural) | T (unskilled 600 | Average accommodation vale
male) ued at abowt R22 | IV,
permonth,  Status
tory deductions are
assumed to be zero
Redland .., o | Vereeniging Tiles | Vereeniging .. { Aftican 116 |Junel9? .| 460 | Lowsst | Basicwagerate .| IV,
538 | Average
Beaoni 9 [Tl .1 512 | Lowest
96 | Average
Reyrolle Parsons ... .. | Reyrolle Parsons | ElandsfonteinTrange | GradeH (low- ¥ Apil1973 .1 692 |Lowest | Basicwageforstandard | IV,
of South Africa | vaal et grade) B4 | Average hours (45 hours &
week),  including
bonus of R34 per
month
Seloction Trst ... ... | Afrcan Seleeon | FieldStaf] Transvaal | Labourer 0 Myl .| 45+ | Lowest | Basic wage, excluding | III, 303,
Trut  Explo- 414 | Average the value of free
ration accommodation and
transport provided,
Statutory deductions
are assumed to be
2610
8.G.B. Group o |SGB. Bullding |Duban .. .. |Firer, 5 May9m .0 61 |Lowest |Basicwageraste .. |1IL305,
Equipment | Ié‘ﬁbogm' 803 | Average
tcker
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African
Company Affiate Locality Gradeof | Number | Date Wage | Minimym Notes Source
African in (Randper | o
Labour | Grade month) | Average
Tarmag « | Rosway Quarries | Halfway Howse, | Labourer, A My .1 394 | Minimum | Basic rate for standard | 111 3175,
Transvaal Grades 1& | 26 |September 1973 | 400+ | Minimam | hours (46 hours & | IV, Appr. 2
Il (lowest week), excluding the
grades) value of the fre¢ ac-
commodation re-
TarmacRosdstone | Malfway House, | Labourer, 2 [ Myl93 .0 00+ | Mwimum | eeived by most
§A, Transvaal rades1&| 40 | Septomber 1973 | 4984 | Minimum | Africans. Statutory | As above,
1l (Jowest deductions assumed
grades) {0 be zero
Thorn Electrical Industrics | Thom  Lighting | Industria, N, African, male | 237 | May 1973 .| 494 |Lowsst | Basicrate 111 3%,
(S.A) Johannesburg, 694 | Average
Stptember 1973 | 523 | Lowest IV, Appr. 2
60 | Average
Parkinson Cowan | Johaunesburg .., | Labowrer ...\ 1§ | May97 .| 22 |Lowest | Basicrate 1L 31,
(South Africa) 66:2 | Average
Trafalgar House Investments | The Cementation | Johannesburg Unskilled 46 [ MayT3 .., 80 | Minimum | Basic rates. Those at | IV,
Co. (Africa) (engineets work on contract
fng) sites receive free ac-
Unskilled | 49 | Moy .| 83 | Minimum | commodation and
(civilengine food
¢ering con- |
tracting) |
Turner & Newall ... .. | Turners Asbestos | Dutban .. ... | Labouter S\ My 93 ) 600 | Minimum | Excludingovertimeand | IV,
Products 659  |Average | shift bonus,
Augest 1973 .1 700 | Minioum IV, Appx, 2,
0 | Average
Vickers | McVan Steel Pro- | Boksburg ... .. | Grade G 0\ Mayl9% L) 636 | Minimom | Basicrateassuming 195 | 111, 4,
ducts (welding, and ave- {  hours per month,
paint shop, rage
grinding,
¢te, worker)
General Notes

Weekly raes are converted 1o & monthly basis by muliplying by 43, Unless otherwise staed in the Notes, statutory deductons from pay by the employer, approvimately ROBO per
month at P.D.L, wage levels, are assumed to be equal to RO0 per month and deducted, Unlss otherwise stated in the Notes, other appropriate deductions from pay by the employer
are not subtracted and the value of appropriate fringe benefls not added, because they were ot preisely valued. Where later inceeases in wages were reported by companies in supplementary
memotanda, the new rales ar¢ also shown. Wages ar¢ rounded to one decimal place,
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Chapter 8

IMPEDIMENTS TO WAGE INCREASES
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113. It was clear that companies had the power to raise the wages of @ir
employees: in no case were wage increases expressly prevented by statgfe.
Government policy or employers’ agreement, and in the case of mining®the
maximum wages, formerly laid down by the Chamber of Mines, had gen
abandoned early in 1973 (paragraph 63). Nevertheless, various impediments
to African wage increases—or at any rate to large and rapid mcreases-—\gre
mentioned by many companies. >

114. A number of witnesses claimed that wage increases for unskilgled
workers would cause managers to economise on their employment, bothdby
using these workers more efficiently and by substituting machinery %d
skilled labour for unskilled labour. For instance, the Chairman of Courtadlds,
referring to the forest estates controlled by his company, said it was absard
for Africans to load logs one at a time, as they then did, when a crane c&ld
grasp 100 at a time. Courtaulds faced a severe moral dilemma as(-)to
whether to employ fewer, more skilled, better-paid people or to main@tin
employment but without raising wages: they had chosen to opt for =he
former policy (Q. 155). The same dilemma was acknowledged by Associayed
British Foods whose subsidiary, the Premier Milling Company, was engaged
in labour-intensive activities ; two-thirds-—over 11,000 employees—of ir
labour force being unskilled (II. 875). Premier Milling claimed to emgby
more Africans than was *‘ economically justified >, especially in the rural aréas.
In England there would be one employee on a bakery delivery van, ('a'.nd
in South Africa three. If wages were raised rapidly, many workers wguld
become unemployed (II. 853-4). Similarly, English Calico considered lﬁ?ﬁt.
if unskilled wages were to rise further in their textile subsidiary, there {as
scope for mechanisation, for instance through the installation of more moc@rn
machinery and fork-lift trucks (Q. 1562). O

T

115. The quantitative effect of African wage increases on employmexg is
hkely to be greater for activities in which much unskilled labour is emplayed
or in which there is scope for a choice of production techniques thantfor
activities using little unskilled labour or in which the methods of production
are technologically determined. The dilemma of wages versus employment
is not a serious one for every company: the argument is open to abuse.
Moreover, some companies whose subsidiaries or associates produced fairly
essential goods—e.g. Unilever (Q. 328) and Associated British Foods (Q.
2745)—recognised the beneficial effect of higher wages generally on the
demand for their products. It is possible that the growth of markets resulting
from African wage increases and the greater labour-intensity of the more
essential goods would tend to offset the economising on unskilled labour
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expected by various witnesses (I. 317, Q. 922). Despite these qualificationsg
we recognise that in some situations firms can be faced with a serioWg
dilemma. Even if a firm were able to raise wages rapidly without causi
actual dismissals, its labour force might nevertheless expand less rapidly tha
1t would otherwise do. If after a thorough investigation a firm were to judde
that its proposed wage increases would cause serious hardship through thetf
effect on employment. it would be justified in taking these consequences intg
?Ccc;unt in deciding the pace and size of increases in wages above the P.D.Ig
evel. ;

)
. 116. Many witnesses claimed to be constrained in granting African wags
Increases by their “ capacity to pay >, i.e. by the effect of wage increases of
their rate of profit. It is not possible to generalise about the rate of profit og)._
Capital in South African affiliates compared with that in their pareni
companies. Of the companies we asked about this, the answers were fairl{®
evenly divided. In any case the recorded profits of international companies*
are made suspect by the possibility of the * transfer pricing” of interndB
transactions between branches ; although we were told that there is no great-
incentive to record profits in South Africa rather than the United Kingdor%
Or vice versa (Q. 936). =

117. “ Capacity to pay ’’ was limited in some cases by price control, ig
some by competition within the industry, and in others by the existence of g>
world market price. The products which were said to be subject to pri%
control included sugar, cement, soft drinks, tyres, bus fares, bakery products
and food cans. For instance, two-thirds of the products of the subsidiary
Associated British Foods are price-controlled ; prices being fixed at artificiall
low levels in order to subsidise consumers of essential foodstuffs (II. 852§
The Government calculates the control prices and subsidies paid to produce
on the basis of the weighted average of costs throughout the industry (
2648). Wage increases specific to Premier Milling would have little effeql’
on the weighted average, and would have to be born as a cost by the companyz>
In all their operating units Premier Milling claimed to pay * well above(‘,o
the statutory minimum wages laid down by Government and * usuall
substantially above >’ the wages paid by competitors, and so to place then%
selves at a competitive disadvantage (II. 853). Premier Milling claimed to hav
extremely low profit margins on sales, particularly in the controlled industrief
(II. 852). Associated Portland Cement stated that, as a result of rigorou
price controls, the price increase allowed in the cement industry in Marc
1973 was only the second since 1959 (I. 519). The industry had been helped®
by the achievement of economies of scale (Q. 1406) but the subsidiary’s profigg
margins had declined and the ratc of profit on capital was low “ by anyj
standards >’ (I. 519). The control price was based on the costs, including 45
Permitted rate of profit on capital, of the industry as a whole (Q. 1407).
Their subsidiary had tried to get firms throughout the industry to raise
African wages, but had encountered * a certain measure of success with one
company and difficulties with others ” (Q. 1409). Price control had restricted
African wages: °‘ Although substantial increases in the wage rates of the
African workers have been under consideration for some time, it was not
until the price increase was awarded in March 1973 that the company was
In a position to award increases to an extent which the management regarded
as satisfactory ” (I. 519). Both Associated British Foods and Associated
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Portland Cement paid minimum wages which appeared to be low in relation
to appropriate P.D.L.. measurements (paragraphs 109-110 and Table 733).

118. A few companies claimed to be facing severe competition in €he
South African market. This pomt was most forcefully made by Guest, Krn
and Nettlefolds (G.K.N.), argumg that their competitiveness had already
been severely affected by paying wages higher than their competitors’, and
that there was a real danger of certain products being priced out of markpgs.
Their subsidiaries paid basic rates between 19 and 40 per cent. above ®he
statutory minimum rates, but many of their South African competitors had
stated categorically that they would pay the statutory minima (Vol. 1V). Fje
rate of return on capital for companies managed by G.K.N. in South Afrf¢a
was significantly lower than for the G.K.N. group as a whole (Vol.

As a result, wage increases to ensurc that all workers received basic earnings
in excess of the P.D.L. would have to be postponed until October 1973 (\RS]
IV and Table 7-4). G.K.N. saw the solution to their problem in t-he
exertion of pressures by companies and trade associations on the authori@:s
to raise statutory minimum wages ; pressures which their managements wgse
applying (Vol. IV). We heard a similar story from Marchwiel Holdin%s
Their subsidiary earned a very low rate of return on capital: *“ Competitign
in the civil engineering business in South Africa is the fiercest anywherecin
the world ”” (Q. 1385). Their minimum wages were lower than any avallaEe
P.D. L estimate (Tables 7-2 and 7-3) ; but they claimed that they could %t
pay “ much higher wages ” than those of their competitors and remaingn
business (Q. 1372). The subsidiary was pressing strongly for the industry’s
employers’ federation to push for higher wages (Q. 1404). Although tKe
wages of nightwatchmen in their subsidiary security company were bel&v
the relevant P.D.L. estimates, E.M.I. were restrained from raising wa§s
because they could not alter prices under terms of contract except to cov®r
those cost increases which resulted from Wage Board determinations (I'H

194-5 and Table 7-4). rn

119. Various other companies claimed that profits were sensitive to Afrio’am
wages. For example, the Chairman of Courtaulds stated that the pro@gs
before tax of their subsidiaries would be roughly halved as a result of reccmt
wage increase, but that managements would try to economise on labour
reduce this loss (Q. 187). Similarly. Slater, Walker Securities claimed tIft
the improvements recently introduced on the estates of their associatl]
company N.T.E. would initially reducec its rate of profit on capital from
per cent. to 3 per cent., but they hoped to recover some of this loss
mcreasmg productivity (Q. 1118). Cape Asbestos—faced with a world marth
price and wages exceeding 70 per cent. of profits—stated that a doublmg b=
the low wages paid to their migrant workers would bring their mines to ‘ba

very close balance ” (Q. 2303).

120. However, not all companies were concerned about the effect of
African wage increases on their profitability. With profits before tax equal
to 48 per cent. of sales and African wages no morc than 6 per cent. of sales
at Palabora in 1972 (Q. 733-4), the Chairman of R.T.Z. could state:
“ Palabora is in the position of being so profitable that the question of
African wage is. in that context, irrelevant. In other words, we are not
in the position or likely to be in the position where we would even have
to ask ourselves whether we could afford to pay African wages because the

INDELOHT3
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IEEbour content in Palabora is relatively small >’ (Q. 707). Other firms whicg
did not regard the effect on profitability as exercising a constraint on thg
Wages paid to Africans included Barclays Bank (Q. 1641), English CaliceZ
Q. 1568), Armitage Shanks (Q. 2033) and G.E.C. (Q. 380-1). Two comg
Panies, B.LL..M.C. (Q. 209) and Tate and Lyle (Q. 1210), whose South Africag
Subsidiaries had recently been making losses. claimed that the loss-making<
?lad not affected their policies on wages. Unilever had counter-balanced wagél
Increases by increasing productivity, so that they had not “ suffered in anyn
Way as a result of improving standards of pay for our Africans > (Q. 359). o

121. Some managements may fail to recognise the potential for improving3
the efficiency of their African employees by raising their wages. This potential3
Wwas seen by those companies, for instance Unilever (Q. 290-2) and B.L.M.CoH
(Q. 240), which argued that relatively high wages were necessary to recruif
anc! retain the best kind of workers. By offering relatively high wagego

nilever could require a completed primary education of their recruits Q=
?‘16)- There were a few suggestions that some Africans lacked materials
Incentives, but these referred to the least skilled migrant workers from rurag‘:
areas, e.g. by Courtaulds with respect to some of their transient estate=
Workers (Q. 133) and by Associated Portland Cement with respect to their:
Mmigrant workers from nearby reserves (Q. 1455). The one company—I.C.I.:_':l
—which reported that its subsidiary had conducted a survey of AfricanEE"
‘T‘TIOtivations, found that what its (town-dwelling) workers wanted most wad

more money >’ (Q. 895). Companies which think that it is low productivity=
which restricts the wages of their African employees should consider whether-
low productivity could be partly a result of low wages. If the pay is low
Management may be content with low productivity, and inclined to rega
Its African workers as an * undifferentiated black mass” rather than as=
Individuals with potential (Q. 921). If wages were raised, managerial attitudes(ZD

and policies might change. -

122. Some firms which used the ‘‘ capacity to pay” argument againsti
African wage increases may well have exaggerated its importance. In manya
Instances the African wage bill is a fraction of the total wage bill, and.
African wage costs are small in relation to total costs. For instance, inQ
the manufacturing sector as a whole the African wage bill was approximatelyn
€qual to 5 per cent. of sales, 12 per cent. of value added, and 25 per cent.@
of the total wage bill.(") In such circumstances a large increase in African™
Wages would have little effect on costs or profits. In 1969 in the gold miningl3
Industry, the African wage bill represented roughly 10 per cent. of sales,$2
15 per cent. of value added, 30 per cent. of the total wage bill and 25 per &
cent. of profits.(*) Between 1968 and 1973 the price of gold in the LondonS
80old market more than doubled in terms of Rand.(*) In that period the(\l,_I
Average carnings of the 63.500 Africans in the gold mines of the associated ©
COmpany of Consolidated Gold Fields also doubled (1. 216). The future of
Bold is uncertain and the current price may fall. Nevertheless it appears that
the associates of Consolidated Gold Fields could have raised African wages
Much further during that period with insignificant effect on profits.

(1) Republic of South Africa, Department of Statistics, South African Statistics 1970,
Preforia, 1971, Tables H-80 and M—-6. The data relate to 196768,
A éz) Francis Wilson, Labour in the South African Gold Mines 1911-1969, Cambridge, 1972,
ndix 4.
(g)eSouth African Reserve Bank, Quarterly Bulletin, June 1973, No. 108, S-63.
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123. In most of the companies we investigated, White wage and sa
costs exceeded African wage costs. This means that, unless White wage
increases occur throughout the industry whereas African wage incrcases gre
specific to the firm, the ‘ capacity to pay > of individual companies is n@'e
sensitive to White than to African wage levels. A complication mentiofled
by several witnesses, including G.E.C. (Q. 383), Metal Box (Q. 553), Barcg
Bank (Q. 1641) and Jessel Securities (Q. 2378), is the effect of an incrc'a."be
in the wages of the lowest-paid employees on wage differentials. Subseq
demands by unionised workers to restore differentials may force an mcrc@se
in their pay as well, and so may act to deter the award of wage increascsfo
the lowest-paid. But this result is not inevitable: Metal Box South Afrfga.
in raising African wages, did maintain differentials right up the scale, yet gy

were clear that this had not constrained them at all in raising the wagcs
of the lowest-paid (Q. 552-3). —_
o

124. Subsidiaries or associates of British companies may be forced through
competition or price controls to pay low wages in line with their competitess.
The remedy in this case lies in exerting all the influence they posscsg———
independently and through employers’ associations—on their competitorsto
raise wages generally in the industry and on the authorities to introduce:'uor

raise statutory minimum wages or to raise controlled prices. 3

125. We recognise that in some companies wage increases would endar%:er
the continuation of the enterprise or its further expansion, and that \%ﬁ
increases could reduce African employment thrcugh mechanisation and ot@er
economies. But these effects are important in relatively few cases. Eyen
here, they should govern the pace at which companies approach their wage
goals rather than the goals themselves. We have argued in paragraph 7
that the subsidiaries and associates of British companies should pay mini
wages, at least to adult male employees, in excess of the current and appo-
priate P.D.L. The case for retaining investments in South Africa suppogihg
that some employees were paid below the P.D.L. was put by B.S.C.: *“iffwe
saw that continuing progress was being made in the direction which ¢gwe
advocated, we would continue to use such influence as we have in that
direction. I do not think that we would consider that we would be ser@lg
any useful purpose by leaving the field . . . We would regard it as &ir
responsibility to put that right” (Q. 1897-8). We can appreciate iS
argument but it is not conclusive. If their subsidiaries or associates ar@
that they cannot afford to pay wages above the P.D.L. to all adult
employees, British companies should seriously consider whether to r:§
their business interests in South Africa.
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Chapter 9

MIGRANT LABOUR

126. We did not request written evidence from companies on the use
migrant labour by their subsidiaries or associates, but in the course of o
questioning the relevance of the subject became apparent. The prevalen
of the system is described above in paragraph 26 and Government po]i%g
and enforcement in paragraphs 27-29. —_
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127. There was considerable variation in the extent of employment &
migrant labour among the companies which gave oral evidence. T
variation appears to reflect the character and location of the industry an
Government policy more than company attitudes. Most of the mining
companies—for instance, subsidiaries and associates of Consolidated Go
Fields (I. 210), Cape Asbestos (II. 733) and Jessel Securities (Q. 2342, 235
—use migrant contract labour on a large scale. This is partly becau
mining companies rely heavily on foreign workers—about 80 per cent. &
African employees in gold-mining are foreigners—and foreigners are al]ow%'q
In only on a temporary basis. But even in the case of South Africap
nationals, the Government imposes a restriction that no more than 3 per ce%
of black South African miners or 100 men per mine—whichever is the small
—can be housed in married accommodation. (Q. 695). The 3 per cen¥&
restriction is not confined to the mining sector: it was mentioned also h¥
Associated Portland Cement (I. 525) and Tate and Lyle (Q. 1268) wi
respect to their affiliated cement plant and sugar estates respectively. 1.C
explained that migrants were employed by an associated company becaus
there are too few township-dwellers near the factories ; stable labour is né
available in sufficient quantity (Q. 847) and the Government prevents t}fﬁ
company from building more married accommodation (Q. 900). Thg
migrant labour system can take a more casual and voluntary form in agricu§3
ture. Both Courtaulds (I. 29) and Slater, Walker Securities (Q. 112
reported a large transient element in the labour force, coming and goinE
between nearby African reserves and company farms. 3

128. A number of companies have subsidiaries or associates, engaged im
Mmanufacturing and located in urban areas near to African townships, whose
African labour forces are largely stable and urban-dwelling. These com-
pPanies include Unilever (Q. 315), British Oxygen (Q. 2159), Courtaulds with
respect to their subsidiary pulp mill (Q. 131) and I.C.I. with respect to their
wholly-owned subsidiary (I. 257). Some companies have affiliated plants,
located in cities or rural areas bordering Bantu homelands, which employ
stable workers living with their families in the homeland and commuting
daily to work. Thesc include English Calico (I. 535, 538, Q. 1535) and

R.T.Z. (1. 24D).
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129. Few companies employed migrant labour by choice: almost no
claimed to prefer a migrant to a stable labour force. For instance, Coul
aulds had decided to stop employing transient labour on their estates: th
were moving towards a smaller, more skilled, better-paid stable labour fo
(I. 15). This system would be much easier managerially (Q. 154), and fn
view of the recent publicity casual labour would no longer be employed of
a ““ relief of distress ” basis (Q. 131). We heard from many witnesses that%
stable labour force was needed for the acquisition and retention of skills, armd
that urban workers were preferable also because they tended to be bet@r
educated and more fluent in English or Afrikaans. Unilever companies
employed migrant workers in the lowest jobs (Q. 307) and, according to t
Chairman, ‘““ our policy is as far as possible to employ the urban Afric
only, and it is only when we cannot get him that we will consider anybo
else ” (Q. 331). Consolidated Gold Fields, while pointing to the benefis
of the migrant system to the homelands and neighbouring countries a%
the danger of stabilising labour if the future of the mines were uncertain,
claimed that the mines would welcome a large, resident African labour forae
if it were politically possible (I. 211). Migrant labour was not efficient a
therefore not cheap: ‘the main problem the mining companies face is th
too few migrant Africans acquire the level of skill and general experienge
called for by mcdern mechanised mining > (I. 218). Job reservation on tife
mines would have to be lifted to reap ‘ the full benefits” of stabilisatigh
(I. 211). In contrast to the other mines covered by our inquiry, the coppe%
mining subsidiary of R.T.Z. at Palabcra does not employ migrant laboun
This reflects the location of the mine close to a homeland-—so that it
possible for workers to commute daily—and the capital- and skill-intensig
nature of * open-cast” mining (Q. 711). In negotiations with the Govers&:
ment R.'T.Z. argued that the mine must have a skilled African labour for
settled with their families ; and this was accepted (Q. 711). The use
some seasonal, migrant labour on sugar estates was defended by Tate amd
Lyle as a method voluntarily adoptsd in other countries (Q. 1260-1), b
they nevertheless wished to raise the proportion of stabilised workers aboﬁ

the level permitted by Government (Q. 1268). ;
O

130. The economic effects of the migrant labour system are not entire@
without benefit to employers. In an economy in which many wages arg
determined by the operation of market forces, the system makes availab
a supply of unskilled labour at a price considerably below the wage whi
would support a family in the city. Moreover, it is possible by means
‘““call-in 7’ cards (see paragraph 28) and good wages, incrcmental scales an@
pension schemes, to re-employ contract labourers again and again, &
permitting the acquisition of skills and experience (I. 321). For instancg;
an affiliated company of I.C.I. had an annual turnover of African employ
of less than 10 per cent., despite the prevalence of one-year contracts (Q.
850). Nevertheless, I.C.I. and many other companies did criticise the migrant
system on economic grounds (Q. 847). There was hardly any criticism on
social grounds: it was apparent that many witnesses had not concerned
themselves with the broader consequences of the system. Yet it is for social
as well as economic reasons that the system has been criticised by academics,
the churches and many others in South Africa. Critics argue that migrancy
has contributed to the breakdown of African family life and to much personal
misery, that it has contributed to the social evils—prostitution, bigamy,
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l]l‘egitimacy, drunkenness, violence, irresponsibility and disease—associ‘jaég
With barrack life, and that Government methods of enforcement have ca
great insecurity and hardship.(}) Hence the fear of one witness that, 7=
employers were successfully to overcome the economic disadvantages, th
Would try less hard to eliminate migrant labour. This would be dangeroys
because “no amount of higher wages, better jobs, better conditions, bettex
training, will alter the social hardships of forcible separation of the work%

from his or her family > (I. 321). m

131. A benefit of the migrant system mentioned by some witnesses, e.g
Consolidated Gold Fields (I. 210-11), is the remitted income which
Provides for the Bantu homelands in South Africa and for other countri
Such as Lesotho and Malawi. It was argued that, if migration were haltecg
the poverty of these areas would be made worse (I. 211). However, much®
depends on the alternatives to migration. Foreign countries would suffem
because their workers would no doubt be returned home permanently. Thg
Ba_ntu homelands would suffer from the loss of remittances ; but they woul%
gain from the permanent transfer of workers and their families to the urban,
areas because fewer families would remain in the homelands to share th&
limited land (Q. 689, 951-2). The effect on the homeland economies WOUI(:iU

therefore be uncertain. O

P
132. We did not take evidence on the social consequences of the migra.n;t_E
labour system. However, because this is regarded as a serious and importanE
Mmatter by many South Africans, British companies which acknowledge o
responsibility towards the African employees of their South African subsiZ
diaries and associates ought to become fully aware of the social condition
In which migrant workers and their families live. Companies wishing t&
stabilise their labour forces, whether for economic or social reasons, ca
attempt to apply pressure on the relevant authorities. The success of R.T.Z>
In negotiating for a stable African labour force at Palabora (Q. 711) andg
the discovery by Tate and Lyle, on inquiry to the Department of Bantyn
Administration, that the 3 per cent. quota on married accommodation * i;;
not as inflexible a figure as we had been led to believe ” (Q. 1268), indicate:
that such pressure is worth applying. Government controls make it moré;
difficult to recruit a stable labour force in some parts of the country tharin
in others. This should be taken into account in making decisions on thd}
location of new investment. Firms located within commuting distance of 43
Bantu homeland can, if necessary, follow the example of R.T.Z. in negotiating3
With the Department of Bantu Administration for the company to buil(ﬁg
family houses for its workers in the homeland (I. 241-2). If companiess
Were to build hostel accommodation for their workers which was easilyS
Convertible to family occupation they would have even less incentive tod
retain migrant workers, should a future change in official policy permito
Stabilisation. Whilst firms continue to employ migrants, there is still much
SCope for easing the hardships likely to be entailed, in the ways suggested

In paragraphs 71-80.

——— e

(1) See, for instance, Francis Wilson, op. cit., especially Ch. 9, and Appendix VI which
Contains statements by the main South African churches.
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133. The large disparity between White and African earnings in Sd¢gth
Africa revealed by official statistics (see paragraphs 32-3) was generally
confirmed by the data on minimum and average basic rates classiﬁedcc.,by
both grade and race which companies were asked to submit. The patiérn
and the extent of diversity within the pattern are well illustrated “by
reference to wages and employment in four companies, shown in Tables 13—1
to 10-4. The companies are 1.C.L’s associate A.E. & C.I., British Oxygeh’s
subsidiary African Oxygen, Unilever South Africa, and Assomated British
Foods’ subsidiary Premier Milling. .g

134. The largest factory of A.E. & C.I. provides an example of comr{lgte
lack of overlap between Africans and Whites in grades of mar"gal
employment (Table 10-1). Some 64 per cent. of Africans were in he
unskilled grades Y and Z and the remaining 36 per cent. in the s%i-
skilled grades P to T, while all the Whites were in the skilled gradess G
to K and artisans. The average pay of the lowest graded Whites was nepazly
double that of the highest graded Africans. It appeared from =2ur
questioning that this gulf in pay was less a matter of job content than=of
African exclusion by law from the registered trade union which negotiaged
on pay and ensured that skilled jobs required union membership
(Q. 830-34). -

135. A similar complete absence of overlap between Whites and Afric(fns
in job grades was found in many other affiliates of British compamies,
e.g. subsidiaries of Associated Portland Cement (I. 522-3), A. Cohen (II. B).
Cape Asbestos (II. 728--32), the affiliates of Johnson Matthey (II. 580-2) g:hd
some of the associates of Jessel Securitics (II. 745-6, 749-50, 753, g ,
759—62) In the gold-mining associate of Consolidated Gold Fields M¢he
maximum payment to the hlghest graded African miners was less than(‘bhe
minimum payment to European miners (I. 216, 220-1). 3

S

136. Within our sample of British-affiliated compantes African Oxyggn
was among the leaders in the promotion of African employees. Only 50 $Ber
cent. of their African employees could be classified as unskilled (grades 1
and 2), 45 per cent. were semi-skilled (grades 3-5) and 5 per cent. were
skilled (grade 6 upwards) (II. 697 and Table 10-2). Nevertheless, there
was an almost complete lack of overlap between Africans and Whites: the
table shows that of the 1,993 African employees, only 10 were in jobs
performed also by Whites (II. 696). It was a policy objective of African
Oxygen to reduce the ratio of White to Non-White wages. Contrary to
the trend in the manufacturmg sector as a whole, the company had achieved
some reduction in the ratio between 1967 and 1972 (II. 688).




TABLE 10-1
Average Wages and Fmployment by Grade and Race in A.E, & C.1,, Modderfontein Factory

Grade Y| Z | P|Q|R|S|T|G | H|T]|]I [:ar:l; K | Total

Employment

Afficans 1646|1503 [ 819 1 347 | W1 61| BN ~| = | | =] | ~ |45
Whites — = = = === RN B 8
Average basic wage or salary

(R per month)

Africans ML 80 [B Ml = = -~ = =] =] {

Whites =L === == = BU MBS 408 40

Source; 1. 2789,
Notes:

The data relate only to * payroll " (. manual) employees, - There are no Asian or Coloured employees.
A dash (=) indicates none in this grade.
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TABLE 10-2
Average Earnings and Employment by Grade and Race In African Oxygen

Grade P23 4 b5 67T | AL AR M a% Total
above
Employees
Alricans | 5 O/ /7 O Y B A A B B R B B
Whites ... e T I e T N T A A A
Asamsand Colowreds... | 7 S4 1 3| | 51} 0] ) Ny 1} = - =1 W
Average wage and salary
rates (R per month)
Alricans T T v T U A A B A/ S e e
Whites ... e e e O /A AT T A
Asiansand Coloureds... | 67 1 780 90 19| W91 1| 15 9 M) - —1 ~| 1}

IW

Source: 11, 696-8,
Notes:

A dash () indicates none in this grade.
* indicates figure not provided.
The average wage and salary rate excludes the top grade CS5 and above,
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TABLE 103
Average Eamings and Employment by Grade and Race in Unilever South Africa

| |
Grade | WE | W20 W3 | WAL SUWS | SYW6 | SyWT S4We | S5 | S6 | ST | Manag, Total

erial

!

Employment

Alcans .. .| 94 (1200 | S (ML O[ 18 |43 L9 0% oL 15 8 31 I
Whies .. .. Wl = | = | = | = | = [ 1T 133 8 | B |8 Mmoo I
AsiansandColoureds ... | 2 | 77 | % | % [ % | R M 47U 2 - 509

Average earnings |

(R per month) |
Alticans .. p 90 L H0T (10 LI D IR2 66 {195 L 19T L BT O ONS M "ill9
Whits .. | = | = | = | = | = [ [ 1% tu | % |4l '\315
Adsand ool | 91 | 00 1S {08 | (0 9 m W m oK - 1 m

Source: 1. 1512,

Notes:
A dash (~) indicates none in this grade,
* Indicates no figure provided,
Farnings of the managerial grade are excluded from the total,
Earnings include annual bonus but exclude overtime and shift allowance.
The weekly earnings data are converted to a monthly basis for reasons of comparability by multiplying by 44 and rounding to the nearest whole Rand,
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137. Table 10-3 indicates that there was considerable overlap betw
Africans and Whites in employment at Unilever South Africa. No 1¢&ss
than 3,273 of the company’s 3.645 African emplovees were in grades belay
those occupied by Whites, but the remaining 10 per cent. shared grades w@
Whites. Unilever claimed that, for the group as a whole, the 58 highﬁt
paid African employees were on higher pay scales than over 800 Whre
employees.(f) The company stated that there was no discrimination in p
on the basis of race or sex (I. 151). The small size of the racial differen
in average earnings within each grade bears this out ; these differences w%
said to be due to varying lengths of service (I. 152). )

S
138. Many companies claimed to pay ‘ the rate for the job ” irrespecti%
of race, in other words ‘“equal pay for equal work ”, e.g. I.C.I. South
Africa (I. 259), and the subsidiaries of Standard Bank (Vol. IV), Smith aor_in
Nephew (Vol. IV), the Shell Group (Vol. IV) and B.P. (Vol. IV). Asca
result of a job evaluation exercise, Metal Box South Africa had recenfly
introduced the rate for the job (I. 190, Q. 551). All Barclays Natioriii‘l
Bank’s scales were independent of race, these being negotiated with
registered trade union but extended to non-union members (I. 555, Q. 161
This equality of pay and conditions for clerical staff had been introdu
by Barclays in 1971 (Q. 1589, 1595). Pilkington Brothers claimed t
their subsidiaries paid the rate for the job, and that whenever Africams
took over jobs previously done by Whites they never received less th&
the Whites were getting before (Q. 2420). The statistical information whi
the company provided indeed revealed considerable racial overlap in wage

scales, although not in job titles (II. 776-7). 8

139. A Unilever witness warned that “ things which are far from eq%
pay for equal work . . . can be dressed up to look like that” (Q. 294).
number of companies, while claiming to have a policy of paying the ra&
for the job, submitted evidence which appeared to contradict their claim8.
Both English Calico and Cape Asbestos supported the principle but admittg
in oral evidence that there were no instances in their affiliates of Africaps
and Whites doing the same jobs (Q. 1513, 2321-6, II. 727). When Britigh
Oxygen were question about the significant racial differences in avera
earnings in the overlapping grade A1—* unsophisticated clerical positions "2
they answered that the gap had been narrowed and would in time
eliminated, and that the African clerks had been in the grade for a relativ
short time (Q. 2130-3). There were big differences by race in the averagg
pay of “ salesmen ” in Lewis Stores, the retail chain of G.U.S.: R103 pgr
month for Africans, R217 for Coloureds and R259 for Whites (II. 83§
G.U.S. claimed that there was equality of opportunity among salesmen oF
all races, and that the differences were “ mainly due to lack of productivityoy
as evidenced by the high pay of a few Non-White salesmen (II. 829, Q. 258%
90). Turner and Newall stated in their memorandum that certain jobs
previously regarded as White occupations were now being performed by
Africans and paid for at the rates laid down when these jobs were done by
Whites (Vol. 1IV). However, their evidence on wage rates shows that
the average wage of the lowest-paid White grade (apart from apprentices)
was more than double the average wage of the highest-paid African grade

(1) Their claim does not equate with the evidence of Table 10-3, but the group as a whole
includes two other companies in addition to Unilever South Africa (I. 150).
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TABLE 104
Average Earnings and Employment by Grade and Race in Premier Milling, wage area 1

Grade Un- Semi- . .
skilled skilled Skilled Clerical Total
Employees
Africans vee ... cee 2,992 817 54 35 3,898
Wl}ites. .. - . ves 1 108 425 363 897
Asians and Coloureds e 17 187 28 103 335
Average earnings (R per month)
Africans e s 87 122 185 148 96
Whites... 173 238 386 276 324

Asians and Coloureds 76 171 270 235 194

——

Source: 11. 875.

Notes:

T:he data refer only to wage area 1, i.e. Johannesburg and Kempton Park, in order to}
avoid the complication of geographical wage differences. Employees not in the manual or;
Clerical grades are excluded. The weekly earnings data aie converted to a monthly basisy
Oor reasons of comparability by multiplying by 4% and rounding to the nearest whole Rand:D,
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(YOI. IV). For instance, the average wage of one of the Africanised occupa-
tions, that of crane driver, was—at R116 per month in Durban—not muchS

above the Natal University P.D.L. of R94 per month. (:E’

140. Although no less than 77 per cent. of the 3,898 African employee;
of Premier Milling in wage area 1 were classified as unskilled, there wer
over 900 Africans overlapping with almost 900 Whites in the semi-skilled,
skilled and clerical categories (see Table 10—4). Associated British Food
explained the policy on pay as follows: “as a general principle, and wherez
this is capable of meaningful definition, Premier pay equal wages for equaE
work. It is often extremely difficult to define ‘equal work’ as whol
departments tend to be either White or Non-White” (II. 855). Whereg
different races performed precisely the same job, as in the casc of delivery
salesmen and in the pharmaceutical division, the same basic rates of pa
relative to length of service applied (ibid.). However, Table 10-4 reveals,
that the average earnings of Africans were roughly half those of Whites ir()
the three categories. When questioned about these differences, Associate
British Foods adhered to their claim that they paid the rate for the job, sdl!
implying that the earnings differences were due to differences in length of3
service and in the precise jobs performed within the three loose categorie$y

(Q. 2722-30). Q

141. In some cases there were clearly racial differences in pay for thes
same job. The George Cohen 600 Group were in favour of narrowing the=
differential within job classifications “ where there is comparable workn
Performance » ; but they were against paying Africans the same rates as Whites®
“if only because the Whites’ rates are high due to scarcity conditions, social
and environmental circumstances’ (III. 137). The average basic rate for
the category “ fitter”’ in their affiliated company was R103 per month in
the case of Africans and R380 per month in the case of Whites (IIL. 133).
Differences of this magnitude would seem to be indefensible. There were
Some large racial disparities in pay in the Leyland Motor Corporation of
South Africa. For instance, at their largest plant, Blackheath, the semi-
skilled category contained two Africans averaging R90 per month, 1,555
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Coloureds averaging R103, and 81 Whites averaging R248 (I. 108). Thnse
gaps were partly due to the variety of jobs within the semi-skilled cate

(Q. 265-6). However, B.L.M.C. also stated that the new job gradmg
structure, which was to come in during June 1973, would introduce 3he
rate for the job irrespective of race, and that this would reduce the raleial
disparities in pay (Q. 193, 264). §

142. Africans are excluded from registered trade unions and therefGre
from apprenticeships ; consequently they cannot become qualified artisgns
(see paragraphs 155-6). However, they can acquire skills through working
under artisans and may eventually perform similar work (Q. 1308, 1311). e
rate at which such African employees should be paid is a matter of import-
ance. The category ‘ artisan > at the subsidiary of Marchwiel Hold
received very different average pay according to race: R132 per moz{th
for Africans, R184 for Coloureds and R342 for Whites (I. 502). Howeoer,
Marchwiel said that there was generally a difference in the work perforniad,
e.g. a White foreman would be in charge and other races would work':'ﬂias
assistants (Q. 1308-9). A subsidiary of Pilkington Brothers employed. a
number of Africans in the grade “ assisting an artisan” (II. 781=2).
Pilkingtons explained: it is really a covert way of getting additional skills
to the Bantu. He is assisting an artisan; and after a few years he 1s a
good plumber ” (Q. 2443). An African a351st1ng an artisan in the plumtimg
shop received R128 per month whereas the minimum rate for a White artxgan
was R325 per month (II. 776-7, 782). Once Africans have acquired arti
skills on-the-job, wage differences of this magnitude would not be justiﬁed.
Courtaulds claimed that their main subsidiary paid Africans who had acquiged
skills the rate for the job: ““ by degrees we have got acceptance by
unions that when a man is fully skilled he shall be accepted as a craftsn®n
and paid full craftsman’s rates > (Q. 152, 1. 14). CZ)

143. The policy of * the rate for the job ™ has 1mpl1cat10ns for Afrxcan
advancement into better jobs. If African advancement is limited by e
hostility of White workers or their trade unions, the application of @is
principle can serve to accelerate the promotion of Africans by providing
security for White workers against the undercutting of their wages. is
was the reason given by some companies, e.g. Metal Box (Q. 547),(|_ﬁn
adopting the policy. Some registered trade unions are said also to accept
the policy, no doubt because it offers the best protection of their membe®s’
wage levels(!). There can be circumstances in which the payment of
rate for the job would actually retard the promotion of Africans. S
result would be most likely to occur if African workers were less effici@nt
than their White counterparts, if employers through prejudice prefert2d
to employ Whites rather than Africans unless the latter involved a prgfit
advantage, and if there was no overall shortage of skilled and semi-skilied
labour. However, the evidence which we received on the importance of
White workers’ attitudes to the promotion of Africans (see paragraphs
158-9), on the efficiency of African workers where they compete directly
with Whites (paragraph 162), and on the great shortage of every kind of
skill (paragraphs 148, 150), suggests that the payment of the rate for the
job would accelerate rather than retard the pace of African advancement
in current South African conditions. A consideration of no less importance

10

(1) See for instance S.A.LLR.R., 4 Survey of Race Relations in South Africa, 1972, p. 255.
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.iS the basic fairness of the principle of equal payment for equal wo
Irrespective of race. We recognise that White trade unions may well se
to impede the introduction of a wage structure rationally based on joB=
content. Not all White trade unions are in favour of “‘ the rate for the jobg
and even those which favour equal pay in those jobs performed by moke
_than one race may use their bargaining strength to obtain wage increase¢
In the jobs reserved for Whites in return for concessions on African advancdd
ment into other jobs (paragraph 160). However, there is a strong case ffn
those British-affiliated companies which have not already done so to unde?
take thorough job evaluation, and accordingly to introduce a rate or scale
for each job-grade based on job-content and independent of the race or racss
émployed in the job. 8

G013

_ 144, Tt is important that companies should, at the least, avoid discriminecl_'){
tion against African employees in a particular job or grade not only in pay
but also in other conditions of service such as fringe benefits. Some conz
Panies claimed to make little or no distinction based on race in the provisio'a'
of fringe benefits, e.g. Unilever South Africa (I. 153), 1.C.1I. South Afri
(I. 261), Barclays National Bank (I. 555), and Shell South Africa (Vol. I\%
Some distinctions may be imposed by law, e.g. in housing assistanceé
(ibid.), and it may be necesary to adapt fringe benefits to differences in t
living conditions, social customs and needs of the different races. But there e x
4 more important reason why racial distinction in fringe benefits may Ye.
appropriate. The shortage of some social amenities for Africans, e.g. i%
education (see paragraphs 78-9) means that preferential treatment fo
Africans in certain respects would be fair and just. We encountered instances)
of such preferential treatment in favour of Africans, e.g. in education (par
8raph 78) and legal assistance (paragraph 80). However, we also encountere
Instances of discrimination against Africans in the provision of benefit®
in kind. For example, Wm. Cory’s associate African Bitumen Emulsion%
Provided a pension fund and medical aid for White, Coloured and Asiam
employees at its Durban plant, but not for Africans (Vol. IV). Two sub;.rD
sidiaries of Ozalid Group Holdings gave an annual bonus of a month’s salarg?
o Whites and Coloureds, but only a week’s salary to Africans. In Ozalidg
as in many other companies, Africans had to rely on the State medica(lz
facilities, while a medical aid scheme was open to Whites and Colouredgn
(11, 271). General Accident’s subsidiary gave full sick pay to Whites foks
twelve months, but to Non-Whites for three months. The contributorf3
Mmedical aid scheme was limited to Whites (Vol. IV). Similarly, in the Georgé%
Cohen 600 Group’s subsidiaries, the sick pay fund of the appropriate Nationa‘l_g
Industrial Council, providing sick pay for up to 30 wecks, was availo
able for Whites, Asians and Coloureds, but not for Africans, who were pai =
full sick pay only for ecight days, followed by one-third pay for the nexgn
fortnight (Vol. IV). The Leyland Motor Corporation of South Africa made
No provision for medical aid for their hourly-paid Africans (I. 105,

Q. 216-7).(»

145. Even if the rate for the job were paid, the extent of ox_ferlgp in
jobs between Africans and Whites in most British-affiliated companies is not
Sufficiently large for this to have a significant effect on the average

—
(1) Many companies provided information on the fringe benefits of Africans only, which

Mmeant that we could not investigate racial differences.
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earnings of the different races. The more important reason for raﬂa]
differences in average earnings is the structurc of employment. The g€2at
majority of employees do racially specific jobs: Africans in unskilled k
and Whites in occupations requiring skills or qualifications. Evenjiin
Unilever South Africa, where there was considerable overlap and the Fate
for the job was paid, the average earnings of White employees, excluding
managerial posts, were 2-6 times those of Africans (Table 10-3). In A.E&
C.I1. the figure, for manual jobs only, was 4-7 times (Table 10-1) ; in Afrfman
Oxygen, excluding the top posts C5 and upwards, it was 3-4 times (Ta%lc
10-2) ; and in Premier Milling, confined to manual and clerical grade% it
was 3-4 times (Table 10—4). The racial disparity in earnings appeared r-
ticularly large in mining companies. For instance, the gold-mining associales
of Consolidated Gold Fields paid average earnings of R407 per monthjto
Whites and about R55 (R27 in cash and about R28 in kind) to Africans,
employing a ratio of 7°4 to 1 (I. 216-221). The largest subsidiary of Lontho,
Western Platinum Holdings, paid Whites on average R403 per month zhd
Africans R59 (R29 in cash and R30 in kind), the ratio being 68 to4l
(Vol. IV). The relatively high ratio of White to African average earndgs
in mining companies reflects their use of African migrant labour and Fhe
considerable power of the White trade unions in the mining industry (Q. 649).

146. The picture which emerges from the evidence is of an employrrt%lt
structure strongly stratified by race. To give another example, Metal Box
claimed that their subsidiary had gone * further than most firms > in tr%x-
ing Africans for positions of skill and responsibility (I. 193). Yet only 370
of their 3,759 hourly-paid African employees were in the grades 6 to dAf.
the other 90 per cent. being in the less skilled grades 1 to 5. By contrgt.
726 of the 768 hourly-paid Whites were in grades 6 to 14, and only 5 per
cent. in grades 1 to 5; in addition there were about 1,250 White employees
not hourly-paid(®) (I. 189). So long as such a degree of job stratificatfon
by race continues to operate even in progressive companies a significant
reduction in the ratio of White to African average earnings is un.likely%o

OCCUr. 1

147. A major problem in reducing the racial earnings disparities @S
clearly stated by the T.U.C. “Colour plays a dominant role in So®th
African social structure, and its effects are bound to be seen in the la r
structure of industry. The level at which distinctions operate may wall
move up, and they may be blurred in various ways, but it can be expec
that those not of African race will continue to seek in general to ret
authority and the better paid positions ”” (II. 669). The obstacles to African
advancement and to diminishing the racial stratification of jobs, and possible
ways of overcoming them, are examined in Chapter 11.

65L

(1) The number of Africans not hourly-paid was not stated.
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Chapter 11
AFRICAN ADVANCEMENT

3114 ATIVOINOY LN

1?8. We gathered from many witnesses that substantial advancement of
Africans into better qualified and more skilled jobs had occurred under th&
m conditions of recent years. For instance, in Unilever South Afri
the number of Africans employed in the lowest four grades had risen b
43 per cent. between 1960 and 1973, whereas the number of Africans in~
the seven higher grades had increased by six or seven times (Q. 298). Imo
1961 only 6 per cent. of Non-White workers at A.E. & C.I. were employed*
on semi-skilled work ; by 1973 the proportion had risen to 39 per centa

(I. 271). Although the 299 Non-White clerical staff at Barclays Nation
Bank in April 1973 represented less than 3 per cent. of the total cleri
Staff, the number had increased fourfold over the previous five years (I. 554,
Q. 1584). By September 1973 the number had increased to 464 (II. 1045)2
Associated British Foods stated that in recent years Non-Whites had take
Over from Whites as truck drivers, computer punch card operators an
laboratory assistants, and in many grades of clerk (II. 854-5). G.E.C=
reported that until 1972 only six of the sixteen work grades in their industry
were open to Africans in terms of an industry agreement with the regisq
tered trade unions. This had now been expanded to eight and was expectedD
to increase further (Q. 400-2). B.S.C. described the recent and curren
Programmes for upgrading Africans and other Non-Whites at their associat
companies (II. 631, Q. 1945). In the jointly-owned company of Shell=Z
and B.P., the proportion of Non-Whites in “staff ” jobs had risen from®
1-8 per cent. to 12-7 per cent. over the previous five years and would increasdT]
rther as a result of job evaluation exercises then in progress (Vol. IV). Th
Promotion of African labour was generally attributed by witnesses to the!'
Shortages of skilled White labour (e.g. I. 310, Q. 320, 401-2). Upgradingc)?
Was expected to accelerate as the economy grew and the sho;tage becamef_fr)l
more acute (e.g. I. 99, 262, II. 669, Q. 323). In many Bntish-aﬁiliated:tl{h)
Companies Africans have been upgraded mainly into jobs being vacated by
Whites. The promotion of Africans does not neccesarily mean a breakinged
down of the industrial colour bar ; in many cases the bar has moved upwardsE

in the hierarchy of jobs (see paragraph 134-6). 5
149. On company policy towards the advancement of Africans we obtainedJ
the views only of those companies which volunteered the information and$3
Of oral witnesses under questioning. These limitations notwithstanding,
Mmany British-affiliated companies were said to have a policy of advancing
frican employees into more responsible and better-paid jobs, e.g. the main
Subsidiary of Courtaulds (I. 28), the associates of B.S.C. (IL. 631), and
affiliates of Associated Portland Cement (I. 519), Haggie Rand (IT1. 41) and
Eag]e Star (III. 178). Unilever said that it was very much in their sub-
sidiary’s commercial interest to promote Africans and to push for this as hard
as they could (Q. 282-4, 299). It was the policy of English Calico’s main

395250 D
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subsidiary to encourage Africans to assume higher responsibilities: =4 we
would be happy to see the advancement of the Africans as far as poss@e ”
(Q. 1506). R.T.Z’s subsidiary had engaged the services of an internat@nal
firm of consultants to help management in “ bringing about an eff&Jive
change in the traditional South African approach to the utilisation of ck
labour ” (I. 241). A number of companies reported that their affikates
would like to move faster on African advancement than was feasibleTe.g.
G.E.C. (Q. 453), Barclays Bank (Q. 1591), Associated British Foods (Q. 2§62)
and G.U.S. (Q. 2602). None argued against African advancement, ofJfor
a less rapid pace. O

S
. 150. We accept that the shortage of skilled White labour has given £®m-
panies a special interest in advancing Africans to better jobs (I. 310). Mp»w-
ever, it is also true that managerial attitudes in British-affiliated comp&hies
may reflect the mores, custom and practice of South African societyco In
that case opportunities for African advancement may be overlooked,—and
it is possible that “ by setting an example one can show people not only
what can be done but what can be done in their own interests > (Q. ?3).
It will become apparent from our examination of the obstacles to Afgrcan
advancement that purposeful policies are required to overcome them. 'For
a number of British-affiliated companies there was no sign that cffedfive
policies were being pursued (see paragraph 165). EE"

151. It is not enough that the directors and top management shl_ 1d
abjure racial discrimination: avoidance of discrimination is necessary ht
down the managerial line. B.S.C. were confident that the policies of those
at the top of the companies in which they had a minority shareho@ng
were enlightened, but they were afraid that these policies did not always
find their way ““ right down the line ” (Q. 1908). This was not necessaxily
due to ill intent, B.S.C. said, but to a communications problem which=zall
industry has to face (Q. 1942). It was no doubt the same problem whichded
the subsidiary of British Oxygen to introduce a programme of * attityde
change ” among their White employees in direct contact with Afri?ns
(II. 689). As a result of these efforts, which included the replacement” of
unsatisfactory supervisors, the subsidiary reported ‘there has been a Qery
definite change of heart among White supervisors. They no longergsee
African employees as numbers or simply cost items > (II. 689-90). Afdffgan
Oxygen have provided a commendable lead in this respect. P

152. The importance of legal job reservation as a bar to Af@l\%an
advancement depended on the industry in which firms were engaged.
Employment in mining, governed by the Mines and Works Act, appeared
to be particularly affected (Q. 598, II. 665). Consolidated Gold Fialds
pointed out that in mining an African was barred from holding a blasing
certificate, and from many jobs including those of sampler, surveyor(%nd
engine driver (Q. 598). Both G.E.C. and B.S.C., whose affiliates were
members of S.EI.F.S.A., the engineering employers’ federation, referred to
legal job reservation in the engineering industry (Q. 400, 1924). The
S.E.ILF.S.A. agreement with the White trade unions set up 16 grades of work.
of which eight were confined to union members (Q.400) ; but Africans are
excluded by law from membership of registered unions (see paragraph 31).
The *“ closed shop” agreement which effectively barred Africans from the
skilled grades had statutory force, having been gazetted under the Industrial
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C.onciliation Act (Q. 481-4). In A.E. & C.I., the associate of IL.C.I.
similar statutory Industrial Council agreement involving a closed shop wg
said to exclude Africans from the skilled manual grades (Q. 832, I. 271). =

0

153. Firms in other industries generally reported that statutory jg&
reservation caused few problems. These included affiliates of Metal Bd_z
(Q. 490-2), Armitage Shanks (Q. 1997), Cadbury Schweppes (Q. 1747
English Calico (Q. 1553), United Transport Overseas (Q. 1853) and B.L M.¢:
(Q. 220). Only one employee in Pilkingtons’ subsidiaries was covered byg
Job reservation order (Q. 2420). This picture accords with the evidence that
legal job reservation covers only a very small proportion of jobs in tHS
€conomy as a whole (see paragraph 25). NS

O

154. Companies in diverse lines of business mentioned the problem thit
the promotion of Non-Whites often entailed expensive duplication in ordén
to meet Government requirements that the different races should not share
the same facilities. R.T.Z. referred to this as a source of increased capital
cost (Q. 790). G.U.S. said that the regulations often prevented Africarf\éI
from performing the same clerical work as Whites unless a separate office
was created (Q. 2604). Barclays Bank said that the Shops and Offices Act
and Labour Acts had retarded African progress in their subsidia
€.8. separate offices or work areas had to be provided for Non-White clericaf
staff and separate restaurants, rest rooms and lavatories for each race
employece (I. 556, Q. 1585. 1593). Barclays were now planning all new majo®
Premises to meet the physical restrictions imposed on contact betweelp
employees, so that all races could be employed (Q. 1584-7). Since thg
cost of providing separate facilities for employees of each race was too gre
in small branches, African advancement would be concentrated in the bi
Centres (Q. 1593). Courtaulds mentioned that the law relating to separat®
amenities for different races had created difficulty for a subsidiary, Pretoris®
Paper Products, in applying their policy of non-discrimination te=
administrative and clerical personnel (I. 72). g

w

155. It was generally reported that Africans could not become artisan
because they were unable to serve apprenticeships, e.g. by Metal Bog);;)
(Q. 490), Jessel Securities (Q. 2358) and Pilkington Brothers. Pilkington§?
explained : ‘ at the moment, although this is changing, the Whites will no
take on a Bantu apprentice > (Q. 2423). There is apparently no legal ba
to the apprenticeship of Africans,(') except where a gazetted Industria§
Council agreement restricts skilled grades to members of registered tradeg
unions, as in the engineering affiliates of G.E.C. and B.S.C. (see paragrapls
152). B.L.M.C. explained that it was the custom and practice that a Whité&2
artisan would train only a White apprentice (Q. 220); ““ this is an under¢;
standing we have with the unions” (Q. 224). They added that African$®
were ‘““not allowed to join a trade union and by definition artisans are
members of the trade union” (Q. 226).

_ 156. It would be wrong for British affiliates to assume that no progress
IS possible in opening artisan jobs to Africans. Courtaulds’ subsidiary
S.AI.C.C.O.R. had overcome the problem that Africans could not be

(1) Alex Hepple, South Africa. Workers under Apartheid, Christian Action Publications
Led., 1971, p. 37.

395250 D2
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for Africans aspiring to the skilled trades (I. 28). S.AIC.C.O.R.
persuaded the registered trade unions that when a man was fully skile
he should be accepted as a craftsman at full craftsman’s rates, and Ghe
Government, in gazetting the Industrial Council agreement, had givengts
approval (Q. 152). It is worth noting that S.A.LC.C.O.R. had achicled
greater flexibility for itselff as a protection against other companias’
resistance to change by setting up its own separate Industrial Council (I. ZJ).
Tate and Lyle explained that Africans had to acquire artisan skills in The
Bantu homelands or pick them up on the job; they saw the solution_ jo
the problem in the establishment of a training school (Q. 1222). The So@h
African Sugar Association, of which Tate and Lyle’s subsidiary wa$0a
member, was building a training centre, initially to provide apprentice@ip
training for White, Coloured and Asian apprentices. However, The
Association was negotiating with the Government to be permitted to t(#in
African apprentices as well (I. 415, Q. 1221, 1225). -

157. Many companies said that an African could not be put in authority
over a White, e.g. English Calico (Q. 1554), G.U.S. (Q. 2602-3), Barcgys
Bank (I. 556), British Oxygen (II. 694) and Tate and Lyle (Q. 1226). Some
claimed that this was a legal requirement, e.g. Slater, Walker (Q. 1132),
Pilkington Brothers (Q. 2421) and I.CI. (Q. 865-8). However, I.C.I. later
submitted a supplementary memorandum setting out the legal position (I. 573).
According to I.C.I., there is no law specifically preventing a Non-Whate
from being in charge of White persons, but the Government has categorically

apprenticed to White artisans by introducing. in 1972, a new grade of g
d

stated that it would not allow such a situation to arise. The Government
would be able to enforce its policy by means of a job reservation order u r
the Industrial Conciliation Act or, in the case of Africans, by means a
prohibition on the employment of or the performance of work by an Afrigan
under the Bantu Labour Act. =

158. Although the majority of companies when asked said they were Eot
significantly impeded by statutory job reservation, many claimed that they
were impeded by the White trade unions. Moreover, some of the compafites
affected by a statutory colour bar ascribed the bar to the trade unions raé;er
than to the Government. According to I.C.I., if the trade unions did Xot
agree to African advancement it was pointless asking the Governmengyito
change the law, but if the trade unions agreed the Government would #fso
agree. Sometimes promotion could be effected by changing the title But
not the content of a job, and the Government was * generally quite helfful
on this” (Q. 863-4). According to B.S.C., it was the White trade unidns.
not the Government, who were responsible for the statutory closed simop
for skilled work in the engineering industry (Q. 1925-6). Consolidated Gald
Fields said that in gold-mining * this [job reservation] puts a ceiling onche
level to which an African can aspire, but below that ceiling is another She
which is set by the White trades unions ” (Q. 598). English Calico, in whose
subsidiary White employees were not unionised, claimed that the subsidiary
was untouched by job reservation because of the absence of unionisation
(Q. 1515, 1553). British Oxygen stated that official approval had been given
to industry for Africans to be trained and to undertake a range of jobs in
future which in the past had been considered a preserve of White workers,
but that the approval was subject to the reaction of trade unions. The
reaction was said to differ from union to union: the Boilermakers’ Union,
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training in the employees’ mother tongues (I. 273). Tate and Lyle’s §ilb-
sidiary’s main plant has a trammg school for aptitude testing and ic
training of operators, drivers and junior supervisors, and uses outside ageggies
to provide training for higher jobs (I. 414). U.T.O. said that their lakger
passenger companies provide comprehensive training facilities for drivgrs,
inspectors and others (II. 934). British Oxygen’s subsidiary runs a wel%%ng
school at which over 1,000 Non-Whites employed mainly by customer fifms
have been trained since 1967 (ILI. 690, Q. 2140). They have also establi@ed
contact with “ Operation Up-Grade ’, described as ‘““a non-profit-making
body which has developed an excellent education programme , as paf3 of
the companys drive to reduce illiteracy among employees (ibid.). BXC.
said that in expectation of the agreement between S.E.LLF.S.A. and the t(de
unions, their associates had already trained Africans to do the jobs wg-lch
would thereby be released (Q. 1924).
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THE BASIS FOR OUR RECOMMENDATIONS

167. Before we make our recommendations, two issues must be examinegd;
the extent and form of control which should be exercised by British com-
Panies over their subsidiaries and associates in South Africa, and the extsgt
and form of control which should be exercised by the British Governm
over British companies in relation to their business interests in the Republic.

168. The Committee chose to investigate ‘‘ the wages and conditions %f
employment of African workers employed by British companies in Soith
Africa, as a factor affecting the investment prospects, export performanvk
and reputation abroad of British industry > (paragraph 1). We cannot
say whether investment prospects and export performance have been
adversely affected, although the D.T.I. thought there was bound to be som®
effect (Q. 1025-6). They were clear about the relevance of our terms %
reference: *“ It is, we accept, an extremely important subject, that t
activities of British firms abroad and the practices they employ in differ
countries do affect the reputation of British industry. It is for that reasba
that we set out to stress this particular subject in the guidance that we issé;
to firms seeking to set up subsidiaries in South Africa” (Q. 967). Tha2
C.B.1.,, in their booklet “ A new look at the responsibilities of the Briti§
public company > (January 1973), say: * Few responsible businessmen tod&y
would hold that directors are required to act only in the pursuit of th8
maximum profit for their company, or that in so doing they must recognise d
responsibility only to their shareholders. In our view this is not enoughl}
there must be, and be seen to be, an ethical dimension in corporate activityt$
Whatever the consequences for our national interest and for that of particulg
companies, British firms are inevitably faced with moral decisions in relation
to African employees of affiliated companies in South Africa. «

169. In fact, few of our witnesses would disagree that companies have§
responsibility for African employees, in so far as they have the power 3
control and influence their wages and conditions. Yet it seems that not eve
company which we questioned did exercise all the control or influence %
which it was capable. Certainly, some companies had not until the receis
Publicity attempted to meet the responsibility which they now acknowledg§

170. It was a feature of the evidence we heard that almost all ouf
industrial witnesses expressed confidence in and support for the manage-
ments of their South African subsidiaries or associates. Very few admitted
to being in any disagreement with the local management on the wages and
conditions of African employees. Where disagreements were hinted at, these
were about emphasis or timing and not objectives. Does that mean that
the question of control and influence is in practice unimportant? The basic
agreement between British companies and their subsidiaries and associates
could reflect two extreme states of affairs, or elements of both. It could
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reflect enlightened managements in both countries, informing and co-o t-
ing with each other; but it could equally reflect an unwillingness oncthe
part of British companies, compounded of ignorance and self-interestZ to
challenge the practices of South African managements in these mat§érs.
Even if British firms at present concur in the policies of their South Af
subsidiaries or associates, there is a continuing need for them to exegcise
control and influence in order to meet the responsibility which is geneEElly
acknowledged. -

(-
171. We accept that British companies with scores or even hundreds of
branches abroad have little possibility of control on any but the oSt
important policy issues. We also accept the argument of many witndsses
that it is good ma_nagerlal practice to delegate. But the wages and condxt@ms
of African workers in their South African affiliates are of such lmporta-nce
to the reputations of parent companies that they must necessarily ham a

responsibility for formulating broad policies. » =

172. The first essential is for British companies to be well-informed ab@ut
the wages and conditions of employees in their South African affiliates, gnd
about the local background. Personal visits by British management are
important for this purpose. We noted that some chairmen, managing
directors or other senior directors, even of firms with large world-¥&ide
interests, found time to visit their South African affiliates regularly. Ot
—including those of several of the smaller firms—appeared to have lgtle
detailed knowledge of the employment conditions in their South African
affiliates. Companies with Main Board representation on the South African
board are in a better position to know and to influence the state of affagps .
at present some British firms are not represented even though they Zare
majority shareholders. There is a risk involved in allowing South Afr
companies to supply directors to represent the British company at baard

i T
meetings. =

173. The Main Board director responsible for industrial relations shg‘uld
be no less concerned with industrial relations in South African affiliates fﬁan
the financial director is with their financial policies. Information shoulgnbe
requested regularly on wages and conditions expressed in relation toahc
policy objectives of the British board. Too many British firms norm:g:ﬂly
look little further than the balance sheets of their South African subsidiabies
and associates. They would do well to follow the example of English Calco
(now Tootal) who, discussing communications with their 116 manufactufng
plants in about 20 countries, said: “We have given a lot of thought ¥nd
discussion to this, not only in the context of South Africa but in the wggd-
wide context, because of the result of this publicity . . . We are inthe
process of debating between ourselves what kind of responsibilities we shenld
have in Manchester for (wages). I certainly think we shall institute some
system of being aware as a Main Board in more detail of what goeson . . .”

(Q. 1530).

174. Elsewhere in this report we have noted that the extent of a British
company’s financial holdings in its South African affiliates did not neces-
sarily correspond with the actual degree of control it exercised over its
affiliates or of responsibility it accepted for their actions. It is not for us
to discuss the wisdom or otherwise of majority or minority shareholdings,
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but we emphasise the risk to the reputation of British firms arising from tgp
conduct of their overseas affiliated companies, even though there may ;

only a minority shareholding. Firms should devote as much care to tm
maintenance of their reputation as employers as they do to the maintenance
of the quality of the products that bear their name.

FATTY

175. The D.T.I. summarised Government policy on the subject of
inquiry by quoting a statement of the Prime Minister made on 16th Maseh
1973 : “ 1 hope that British companies in South Africa would recognise th%r
own interests in establishing a name as good employers, in particular by
keeping abreast of the best current practices in respect of pay and empl¥-
ment >’ (Q. 965). The Minister for Trade and Consumer Affairs in the D. 3.
told the House of Commons on 16th April 1973 that the Governmebt
wished to encourage British companies with subsidiaries or associates
South Africa to look urgently at the pay and conditions of their employ&es
and to make any necessary improvements (H.C. Deb. col. 12). The adoption
of the best current practices, and their improvement, were said to hdue
Political implications which were welcomed by the Foreign and Comm@-
wealth Office in their evidence (Q. 1008). It appeared to us, however, tlE&t
the translation of such views into advice to companies had been half-hearted.
The D.T.1. had prepared a Note on the setting up of subsidiary companifs
in South Africa which was made available to prospective British invest
(Q. 974-8). It was only in August 1972 that the Note was expanded o
include a 400-word section *‘ Conditions of Employment for Non-White
Labour . In March 1973 this section was published in Trade and Induslpy
“so as to draw it to the attention of all firms > (Q. 974),(*) but the sectipn

had not been updated since August 1972 (Q. 978). %

176. The section in the Note dealing with wages and conditions of Ncg—
White employees simply indicates that various measures such as increasiig
the wages and improving the fringe benefits of Africans, advancing Africamss
into some skilled jobs and consulting with African employees are nwot
illegal, and that the South African Government has expressed support @t
most of these. The only specific opinion offered is that such measures
“ should result in greater stability, less absenteeismm and higher productivity‘:]z.
The Note contains no statement reflecting British Government policy
expressed in the letter written by the Prime Minister and quoted abowe.
The D.T.I. explained that the guidance was intended to stress the fact that
companies should look carefully at this question and that there were wags
of ensuring ‘ reasonable conditions of employment > (Q. 959). We consid§
this form of guidance to be totally inadequate.

177. The D.T.I. were said to communicate with companies seeking
invest or operate in South Africa: “ Firms come to us with questions a
for information, and it is expected within the Department that all those
dealing with firms on this subject will draw the attention of the firms to
this problem and the need to conform with the best employment practices
(Q. 972). The D.T.I. were also “ quite frequently ” in touch with the bigger
companies already operating in the Republic “ either through our posts in
South Africa or at headquarters, when talking to them about their general

BS&100Y

(1) ** D.T.I. Guidance to British Firms Paying Wages in South Africa **, Trade and Industry,
9th March 1973, p. 690. Printed in Evidence, II. 1023.
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operations overseas >’ (Q. 980). The commercial staff posted in the Repulgc
were said to *“ go out of their way to draw the importance of this issue®o
the attention of the firms with whom they are dealing in South Afric£”
(Q. 1020). The D.T.I. was in favour of making progress in employm@t
practices by means of * persuasion and publicity ” (Q. 1028) But Mr. Adam
Raphael of the Guardian told the Sub-Committee that in his investigatrsn
of employment practices in British-affiliated companies he * got very hiﬂe
help ” from the British Embassy. He interpreted this as being due to a 1qek
of knowledge or an unwillingness to make use of press publicity on @e
part of the Embassy, which, he said, had ceased to list British compamss

in South Africa (Q. 1052). B

178. In February 1973 the United States Department of State publisigd
a document on the employment practices of U.S. firms in South Afrxca:C)
This was made available to all U.S. firms known to be operating in e
Republic.(®) It is a document of some 7,000 words explaining the problems
encountered by companies and means of overcoming them, and suggesting
or urging certain objectives and courses of action. It also sets out the
achievements or improvements of particular U.S.-controlled firms in tBe
wages and conditions of Non-White employees, based on evidence whid
was volunteered by companies. The document invites firms to provi
further information on a continuing basis. The D.T.I. had not favourdd
the State Department’s approach of setting out the practices of particu
firms in South Africa, because such a document “ could never be compreh
sive and it would be extremely costly and time-consuming to keep it updated:™
(Q. 979). The D.T.I. later explained that a system of voluntary reporti
as in the U.S. case, would not be expensive but that information collected én
such a basis would be very selective, e.g. comprising only what the be&st
firms chose to tell (Q. 1018). Therefore the D.T.I. preferred to persua%
companies of the need to conform to the best employment practices,
primarily through “detailed contacts with particular firms coming to 4
for guidance and assistance on this question ” (Q. 979). However, the gath
ing and dissemination of information on companies’ achievements is an
important means of encouraging and persuading others. O

179. The Foreign and Commonwealth Office were asked for their opmlgil
on the desirability of legislation requiring British firms to report on t}%
employment practices of their affiliates in South Africa. They saw §9
clear answer (Q. 1006-7). They explained that the relationship betwc@
British Missions abroad and British compames was one of co-operatiop,
trust and confidence. There would be ‘ undesirable conscquences agD
implications ” if the Forelgn and Commonwealth Office appeared to ast
as a “ policeman, supervising the activities of British firms abroad > (Q. 100
This particular objection would not apply to a requirement laid upon
companies to report to the D.T.I. in London.

180. Asked about the possibility of legislation to encourage British firms
to adopt the best current employment practices in South Africa, the D.T.I.
pointed out that legislation applying to activities in other countries raised

(1) Department of State, Bureau of African Affairs, Employment Practices of U.S. Firms
in South Africa, Washington, D.C., February 1973 (printed in evidence, 1I. 1024).
(2) Ibid., Preface.
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legal and jurisdictional problems (Q. 1009-11). In the words of Sir Max =
Brown of the D.T.I., “I doubt very much whether one could think of®O
enforcing anything in South Africa by any action taken in this country ”<
(Q. 1027). Given limitations of this kind, the Government’s approach was(:;‘
that persuasion would be the most effective method (Q. 1009).

181. Early in 1973 Representative Charles C. Diggs introduced a Joint
Resolution(®) in the U.S. House of Representatives ** to protect United Statesi—
domestic and foreign policy interests by making fair employment practices in o
the South African enterprises of United States firms a criteria for eligibility
for Government contracts >.(*) * Fair employment practices >> were defined as oS
including “ the concepts of equal pay for equal or comparable work, equalB
fringe benefits, equal hiring and training opportunities, and equal opportunity O
for advancement to supervisory and higher positions, all without regard to 2
race or color ”.(®) The law would be administered by the administrator of &
the Government department concerned with non-discrimination in employ- =
ment by Government contractors, who would be assisted by an advisory board :ls
drawn from various spheres.(!) To be eligible for Government contracts firms
would have to satisfy the administrator that the operations in South Africa =

which they owned or controlled adopted fair employment practices.(®) :'U

182. Even if the Government found it possible to legislate along the lines O
of the Diggs Resolution, such legislation would give rise to problems asso- =
ciated with the degree of control over their subsidiaries and associates £
Possessed by British companies, and to considerable arbitrariness in the ©
interpretation of * fair employment practices . Difficult decisions would !
arise where, for instance, a firm was clearly making progress but was being O
restrained by factors beyond its control. Only those companies which sought =
Government contracts would be touched by the legislation.

ATl

183. Another potential form of influence over British companies might
seem to be by means of Government control over company transfers of
capital to South Africa. However, the scope for such action is limited by
the fact that three-quarters of British net investment is financed from re-
invested profits and the remainder is financed mainly from overseas borrow-
ing and does not entail an outflow of funds from the United Kingdom (para-
graph 35). The D.T.I. considered that the exercise of control over capital
flows as a means of influencing companies ‘ would be bound to be arbitrary »
and less eflcctive than the present methods (Q. 1028).

184. Since 1969 there has been a clause(®) in HM. Government contracts
requiring the contractor to refrain from unlawful discrimination within the
meaning and scope of the Race Relations Act 1968, which applies within
Great Britain. There is also a requirement(’) that Government contractors
should ensure pay and conditions no less favourable than those established
for the trade or industry in the district, within the United Kingdom. Social
Audit Ltd. submitted a memorandum (II. 1002) arguing for an extension

6SL100¥dOE202#3SYD - SY31d NOWIN

(1) Similar Resolutions have been introduced in Washington in the past, although they have
not progressed towards cnactment.

(2) 93rd Congress, Ist Session, H.J. Res. 268, 31st January 1973, p. 1.

(3) Ibid., Section 3(B)(e).

(%) Ibid., Section 3.

(5) Ibid., Section 4.

(6) Standard Conditions of Government Contracts for Stores Purchases, Clause 16.

() 1bid., Clause 17.
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of such requirements—suitably adapted—to Government contracts perfomﬁ.i
wholly or partly in South Africa. An investigation of this subject wo@l
have taken us beyond our terms of reference.

185. We received much evidence indicating that the recent press publuﬂ?y
and our own inquiry had contributed to a significant improvement in {Ge
wages and conditions of African employees of British-affiliated companiesm
the Republic (paragraphs 69-70 and Table 6-1). The expectation that thﬁ.ir
employment practices will be subject to public scrutiny would seem to beca
potent force for progress. It was the view of the D.T.I. that “ this'is
pre-eminently an area in which publicity and the uncovering of informa
is the most effective device you can have for moving on the objectiv
(Q. 1010). We believe that the new interest recently shown by many British
companies in African wages and conditions will be maintained. But it7}s
possible that in some cases the current interest will subside and the higleer

real wages of African employees will be short-lived unless further pubhdﬁy

is anticipated. pY;

186. There would seem to be at least four ways of arranging that compangs
are liable to future public scrutiny. First, there could be a system of voluri-
tary reporting of employment practices by companies to the D.T.I., as in the
case of U.S. firms volunteering information to the State Department (pa
graph 178). Such publicity could usefully provide a lead and guide
some firms, but it would have the customary drawbacks of a volunt
system. Secondly, there could be a statutory requirement, for example Gh
companies legislation, that British companies should furnish periodic repo
to the D.T.I. on the employment practices of their subsidiaries or assor
ciates (paragraph 179). These reports could then be presented to the House
or published in some other way. Thirdly, there could be further investi
tions, similar to the present inquiry, by a Select Committee of the Housg.
This would have the advantages of compulsion without the need for legi®
lation, of flexibility, and—judging by the reporting of oral evidence to t
Sub-Committee—of considerable publicity. Fourthly, firms could be call@
upon to keep their shareholders regularly informed of employment practices.

187. Our terms of reference confined the investigation to South Afri%
but any recommendations to Government inevitably raise the question
whether South Africa should be singled out for special scrutiny or contr
South Africa is not the only country in which affiliated companies of Briti§h
firms pay low wages. Indeed, some of our oral witnesses acknowlcdged t
their affiliates paid lower real wages in other countries. Others mentlonc}g
that the Governments of other countries would not allow them to raise wag
It is true that poverty is poverty wherever it is encountered, but, like t
D.T.I., we believe that South Africa is ‘“ a rather special case ” (Q. 1025).&2
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Chapter 13

RECOMMENDATIONS

188. At various places in this Report we have given our opinion as to
what constitutes good practice on the part of companies in South Africa
with regard to wages and conditions of employment. These views are
gathered together and produced as a set of Guidelines in the Code of

Practice printed as an Appendix to this Chapter. We recommend that

the Appendix be regarded as the draft for a new set of Guidelines to British
companies with business interests in the Republic, replacing the advice
Currently given by the D.T.I. We recommend that the Guidelines be
published by the D.T.I. and that a copy be sent by the D.T.I. to every
British company known to have, or to be contemplating the establishment of,
business interests in South Africa.

189. Although we were told by the D.T.I. that advice on employment
Practices in South Africa is given to companies both by the commercial
staff posted to the British Embassy in South Africa and by D.T.I. in London,
we received the impression that both the Embassy and D.T.I. played a
fairly passive role, possibly waiting for companies to request advice and
assistance. We recommend that the staff in the Embassy and the D.T.I.
Play an active role of seeking out companies in order to encourage and
advise them on improvements in employment practices. This function
requires an up-to-date knowledge of, for instance, the law, South African
Government policy and company practice. Staff would be assisted in keep-
ing up-to-date on current practices if they reccived voluntary reports on the
progress of firms. Information in these reports could be incorporated in the
Guidelines as a lead for other firms. We recommend that a review be
undentaken of the staff in South Africa and the D.T.I. whose function it
is to provide information, assistance and advice to companies, in order
that the purposes we envisage are adequately met. We recommend that
companies be invited to submit reports on their practices and on progress
concerning African wages and conditions. We recommend that the Guide-
lines be regularly revised.

190. It is imporntant that companies should expect future publicity. In this
inquiry we have been concerned to understand the situation in some detail
and to document the employment practices of British-affiliated companies,
both good and bad. Future investigations could concentrate on those com-
Panies which do not pursue good employment practices ; and, if the policies
which we have recommended appear to have failed in their objectives, tougher
measures could then be considered. We anticipate that the subject will
continue to command the interest and vigilance of the House.

191. Some companies said that they were reluctant to exercise control
over or issue directives to subsidiaries in South Africa because the sub-
sidiaries might thereby be rendered liable to United Kingdom corporation
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tax (see paragraph 53). The two memoranda submitted by the Inlﬁld
Revenue do not indicate that the issue of policy directives on wages &ad
conditions of employment alone has this result. Nevertheless it is impo

that there should be no doubt about the matter, and that companies shoyild
not be deterred from exercising due control through any misapprehensfen.
We recommend that the Inland Revenue should issue public guidance™on
this subject, and that if necessary there should be legislative change.

CODE OF PRACTICE

GUIDELINES FOR UNITED KINGDOM COMPANIES
WITH INTERESTS IN SOUTH AFRICA

| 1O €202 - A4 A

1. Government policy is summarised in a statement of the Prime Minifter
made in March 1973: “I hope that British companies in South Africa watﬂd
recognise their own interests in establishing a name as good employersam
particular by keepmg abreast of the best current practices and opportunibies
for advancement . These Guidelines are intended to assist companiesYin

achieving and mamtalmng good employment practices. s

2. In general, companies should ensure as a minimum that as far%s
possible the management attitudes and practices adopted by their aﬂihd.f_e
in South Africa in relation to their employees are consistent with and &n
bear examination against the attitudes and practices adopted towards th?lr

employees in the United Kingdom. 8

3. British companies having business interests in South Africa Zr
contemplating operations there should ensure that they have a thoron%h
knowledge and understanding of the position of their African workers, ai#d
of the economic, social and political forces which govern their lives. Thaze
is an abundance of unskilled labour available in the Republic, so that the
operation of market forces cannot be relied upon to ensure adequate waggs
for the unskilled. Because Africans lack the normal trade union rights
and there are very few African trade unions, there can be no certai
that collective bargaining will ensure that African wages are adequz{%
Considerable differences exist in the average eamnings from employment 3ef
Africans and Whites in all sectors of the economy. Government laws arx
regulations on the movement, residence and employment of Africans pl
great power in the hands of employers over their African employeey;:
dismissal may entail the loss of rights to urban residence and employme#}.
The migrant labour system, which has been subject to criticism not offy
for its economic but also its social consequences, is in many cases legaljly
imposed on companies and their African employees. Various leg#l,
institutional and customary obstacles to equality of opportunity and to
the advancement of Africans into better and higher-paying jobs are
encountered. The setting in which their subsidiaries and associates operate
should be well understood by British companies. It is because of this
setting that the present Guidelines have been produced.

4. The impression that employers are effectively prevented from
improving the wages or conditions of service of African employees is
mistaken. The South African Government has expressed itself in favour
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of increases in wages for Africans, and it is not opposed to the trainingQI
and advancement of Africans provided that White workers do not object.(:g
It has spoken against the resistance of White trade unions to African=
advancement. Many South African employers have set progressive goals.(;
as evidenced by statements of an employers’ association in favour of tradei—
union rights for Africans, and the minimum wage objectives of various-—
associations. Progressive views have been attributed to some White trade™m
unions. The great shortage of skilled and educated manpower whichf
Prevails in South Africa is generally acknowledged to have produced a©O
greater incentive to, and possibility of, African advancement than existedn,
in the past. §

5. It is right for British companies to accept a responsibility in relation
to the wages and conditions of African employees in their business interests<
in South Africa, in so far as the companies have the power to control orgo
influence these wages and conditions. The wages and conditions of African =
employees are an important issue, on which the parent company is advisedps
to formulate certain broad policies. The Main Board director responsibleZ’
for industrial relations should be no less concerned with industrial relations=
in South African affiliates than the financial director is with their financial

Policies.

6. To increase their impact in South African subsidiaries and associates, =
it is important for parent companies to develop good relationships wfthlz>
them. These can be fostered through periodic visits to the Republic by the S
Chairman and others in the parent company. Personal visits also enable the
Parent company to acquire knowledge of wages and conditions in the
affiliate. Main Board representation on the South African board is to be=
recommended. To monitor and assess an affiliate’s policies, information =
should be required regularly on wages and conditions expressed in relation =
to the policy objectives of the British board. '

HOIH

Industrial Relations

7. In the absence of African membership of trade unions it is advisable
to establish, or continue with, effective works committees of African
cmployees as a means of consultation, communication, and training in
industrial relations. To be effective, works committees should be
democratically elected. should meet regularly and frequently, and should be
able to discuss wages and conditions of employment. Practices which hinder
the development of African unions should be avoided. African trade unions
are not unlawful, and, although they possess none of the normal trade union
rights, there is nothing to prevent a company from recognising and
negotiating with a trade union representing African workers. The lawful
development of collective bargaining with African employees should be
encouraged.

65L100PdIEC0CHISYD - SYITd

The Poverty Datum Line

8. Poverty Datum Line (P.D.L.) and Minimum Effective Level (M.E.L.)
estimates can provide a helpful guide to the minimum wages which
employers should pay in the Republic. Companies should ensure that there
is available an up-to-date P.D.L.. and M.E.L. measure appropriate to their
lowest-paid workers and their dependants, in each location of operation.
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Where P.D.L. and M.E.L. estimates are not available, a company sho@d
commission experts to undertake such studies, or it should join with oth2r
companies—either through an area employers’ association or an indu
employers’ association or an association of British companies (&E.
U.K.S.A.T.A.) or through sponsorship of a national survey—to prod&e
appropriate estimates.

9. The estimators of the P.D.L. regard it as a measure of the banE'st
minimum required to support a family in African living conditions, assum@g
the wisest allocation of expenditure. A wage equal to the P.D.L. cannot
therefore be thought of as a fair one. Companies are urged to accept EBe
M.E.L. as the target for minimum wages, and to establish a timetaBle

for achieving it. Q

Fringe Benefits -
10. There is a case for companies to provide benefits in kind for eﬁ
ployees if the benefits would otherwise be provided inadequately or mdt
at all. Where companies provide board and lodging for migrant workdess.
much can be done to raise the quality of life of these employees. Com-
panies should be familiar with the living conditions of their migrant work?
and ensure that high standards of provision are achieved and maintaineg;
but they should also be mindful of the living conditions and needs of th@:r

migrant employees’ dependants.

11. Assistance with famlly housing is impeded by laws relating to fr%
hold and residence, but in the case of employees commuting from necaf®y
Bantu homelands there is a possibility of a company helping Africans to
acquire their own homes. Much can be done to further the education (®f
African employees, their children and the African community general
assistance can range from literacy programmes to bursaries for univ
education. The high demand for education among many Africans mak®s
this a particularly valuable form of assistance. Companies are in a positil@
to ease the problems and insecurity of Africans resulting from restrictions
on their movement, residence and employment, by providing advice
legal assistance when problems arise. Firms should determine whether
African employees and their dependants have neced of medical scrvices@l
addition to those provided by the State ; and if so, to meet the nced. Cofn-
panies should ensure that African employees are covered by a pens
scheme which is comparable in benefits to that of White employees Wt
suited to the needs of Africans, e.g. migrant employees should not e
disadvantaged by broken service. By providing free or subsidised mcéB,
companies can ensure that low-paid employees are nutritiously fed. Py

12. In the provision of fringe benefits, companies should attempt S
redress the disadvantages encountered by Africans in the availability &if
social amenities and services. Many of the benefits in kind recommen
above would be helpful not only to employees but also to employers, by
strengthening employee loyalty and reducing labour turnover. Therc are
many institutions and organisations concerned with the welfare of Non-
Whites to which companies could make financial contributions.

Migrant Labour

13. Companies should adopt a policy towards migrant labour based not
only on the consequences for the company of the migrant system but also
on an understanding of the consequences for Africans.
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14. There is much that companies can do to see that their employees —
have a legal right to reside with their families within commuting distance &
of their work. For instance, there is reason to believe that Government =
enforcement of migrant employment in some industries is not entirely in-
flexible. A consideration of importance in choosing a location for a new =
Plant is that some locations permit more use of stable, family-based labour ",
than others. Advice and legal assistance can be given to African employees
in relation to the “ pass laws .

H13414

vO

r—_”
Wage Structure

race, according to principles of job evaluation. “ Equal pay for equal
work *’ will be meaningless so long as Whites and Africans are not employed &
in the same jobs or grades. Payment of the rate for the job irrespective 55
of race can accelerate the pace of African advancement in times of shortage —
of skilled labour, because it can give White workers and unions a senseg
of security against the undercutting of their wages.

9

AV

16. It should be an objective of company policy to reduce the differen- =
tial, often large, between the average pay of White and African workers.
This can be achieved not only by a narrowing of the wage structure but also
by a change in the racial structure of employment.

17. Controlled prices or competitors’ practices may hinder British-affiliated
companies in their improvement of wages and conditions. It is possible
to reduce or overcome these difficulties, as is shown by those companies
which have exerted their influence on their competitors (for example, in
employers’ associations) to raise wages throughout an industry, or on the
authorities to introduce or raise statutory minimum wages or to raise
controlled prices. ’

African Advancement

18. Companies are urged to press hard for the advancement of Africans
into more qualified and better-paid jobs. Adherence to the rmores. custom
and practice of South African society may mean that opportunities for
African advancement are overlooked. It is important that racial discrimina-
tion be avoided not only by those at the top of the company but also right
down the managerial line. There may be need for a programme to change
the attitudes of White supervisors of African employees.

19. There is reason to believe that where legal job reservation exists, it
can be avoided by obtaining exemptions, and by careful and diplomatic
handling of White workers and trade unions. There is no law preventing a
Non-White from being in authority over a White, but a company would
have to negotiate with the Government, whose general policy is to prohibit
such appointments, and possibly with White workers or unions. In order
to ensure equality of opportunity among the races, companies should be
Prepared to meet the costs involved in duplicating facilities where separate
facilities are required by law.
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20. Companies which complain of a lack of aptitude or ambition on the
part of African workers may find that the problem lies with their own
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management. Where lack of education prevents African skill-acquisitioxgar
promotion, the remedy lies partly in a company’s own hands. Moreover(an
individual company can raise the educational quality of its labour forceZby
offering attractive pay and conditions. ‘;)

=
21. It is important to see African workers as individuals with potedtial
for skill-acquisition and career-development. Wherever the scale of opewa-
tions permits, companies should establish training departments to proﬁfie
training for African workers, and to develop their full potential. Wlwmre
training cannot be provided within the firm, the use of external trainipg
courses should be explored. Companies can attempt to overcome:%e
problem fhat Africans cannot be apprenticed to White artisans, eithercby
means of a training school for artisans or through training on-the-job. Q

22. Companies should recognise that to recruit skilled workers fitom
Britain and other countries for employment in South Africa can retard
the pace of African advancement. Where that is the case, companies pare
urged not to use White immigrant labour but to endeavour to recruit ftm
the Non-White potential within South Africa and to develop that poteriaal
by means of training.

General Advice

VIHOIY - 1B

23. Companies may feel that to follow some of these Guidelines wdéald
be damaging to their profitability. But there are profit advantages in bc%lg
a good employer, and it is in a company’s wider interest to maintain a gopd
reputation. The ability to pay basic wages above the relevant P.D.L. ,
at least to all adult male employees, should be regarded as one of Zhe
minimum conditions for maintaining or establishing a business interesDin

South Africa. =
-

24. Given the particular «circumstances of British companies operatin griin
South Africa and the continuing interest in their performance, compapjes
should conduct a regular review of these matters at Main Board level so
that they may be in a position to satisfy shareholders seeking informa@n.
Companies should bear in mind that disclosure followed by scrutiny is/han
essential characteristic of a free society which no one should fear and f%m

which much good may come. S

25. The British Embassy in Pretoria, the British Consulates-GeneraI@)in
Johannesburg and other centres, and the Department of Trade and Induglry
in London are able to give detailed information and advice on P.D.L. &d
M.E.L. estimates and on the organisations and individuals making tRgse
estimates ; on the training and advancement of Africans; and on offer
aspects of wages and conditions. They can also give details of organisations
in South Africa which provide information and assistance on these subjects,
and on the laws relating to Africans. Companies will find further help in
the Fifth Report of the Expenditure Committee of the House of Commons.
1973-74, and in the evidence given to the Trade and Industry Sub-Committee
in 1973 (House of Commons papers 116 and 21-1 to 21-IV of 1973-74).
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APPENDIX TO REPORT '3

(see paragraph 10) (:5’.

INFORMAL MEETING ON 10 JuLy 1973, BETWEEN THE AMBASSADOR AND MR.%

WiLLiIAM RODGERS, CHAIRMAN OF THE UNITED KINGDOM PARLIAMENTARY SuB-=
COMMITTEE INVESTIGATING THE BANTU WAGES AND EMPLOYMENT CONDITIONS OF =
BRITISH FIRMS OPERATING IN SOUTH AFRICA
PRESENT:

The Ambassador.

Mr. J. B. Shearar: Counsellor, South African Embassy.

Mr. J. R. Mostert: 2nd Secretary, South African Embassy.

Mr. William Rodgers: Chairman, Trade and Industry Sub-Committee.
Mr. I. 1. Milne: Secretary of the Sub-Committee.

After being welcomed by the Ambassador, Mr. Rodgers expressed his thank
for being granted an interview. While the Ambassador had doubtless followeda
the Sub-Committee’s investigations at a distance his visit could help to fill in the_
gaps and sketch the course it expected to follow. It would be taking the last®®
oral evidence on Wednesday, 11 July and would then have heard evidencell
from about 30 firms. In addition it had received written submissions fromps
approximately 100 firms. It was aiming towards completion of its report by the®?
end of the year but had not established a definite timetable. =

The question of visiting South Africa had been briefly considered by the Sub-.g
Committee at the start of the investigation, bearing in mind the fact that itmg
was not competent to enquire into South African Government policies but onlys
into the activities of British firms operating in South Africa. It was felt at theL
time that this matter could not be considered in any detail at that stage. The;
evidence obtained in the United Kingdom might in fact fully satisfy the Sub-=>
Committee’s needs and it could not know until this evidence had been heardO
whether it would be desirable to visit South Africa. '

The Sub-Committee had not yet taken a firm decision on a visit but the feelin
was that a lot could be said for seeing things on the spot. It was difficult to=
Judge a country from a distance and much of the evidence it had heard was=
somewhat meaningless to those who had no background knowledge of the country.
For instance evidence concerning migratory labour was difficult to put - into
perspective without firsthand knowledge of the South African labour scene. It °
had also been suggested by a number of witnesses that the Sub-Committee couldm
not properly understand the nature of employment conditions for Africans unless(:‘f)
it saw them on the spot. !

The Committec would not find it acceptable, however, to decide to go to SouthQ?
Africa and then find its way blocked by the South African Government. Thisgp,
was why it had decided that he should first approach the Ambassador informally.m

. It was commonplace for Select Committees to go abroad: visits had forzli\:h:-
Instance has been made to Italy, the United States and Belgium, while the Sub-3
Committee on Race Relations had been to India. No Select Committee had yet
been prevented from going to another country. He reiterated that as a Parlia-%
allenéary body the Sub-Committee had no connections with the Government ofg

€ day. P

The normal procedure was merely to inform the Foreign Government through:]
the British Embassy that a Select Committee intended to visit their country.3
ere there no other impediments, this procedure would also have been followed

should the Sub-Committee have decided to visit South Africa.

When the cnquiry started remarks were made to imply that the Committee
Would not be able to visit South Africa. He had not followed these in detail
but would like to believe that the proceedings so far had led those who thought
that the Committee might trespass in the sphere of the internal business of
another country to other insights. He referred to the clear terms of reference
Within which his Sub-Committee acted and reiterated that all its members were
acutely aware of the careful path it would have to tread to*avoid infringing South

frican sovereignty.

G 6202 -a314 A
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He felt that it was right for him to see the Ambassador and discuss the matter.
He repeated that the Committee had as yet not taken a decision and he d
therefore only speak for himself. He felt that they would not want to ta a
decision to go and find themselves turned back at the Airport or somethings of
that nature. Such an occurrence would offend the dignity of Parliament angbis
Committee was not in any case interested in striking attitudes. —

He asked whether the Ambassador could tell him whether, if it was decided
to visit South Africa in September or October, it would be as free to travell to
and move about in South Africa as Select Committees traditionally arc_‘l,T.l or
whether the South African Government would put obstacles in its way. O

The Ambassador referred to the Minister of Foreign Affairs’ call on_ the
Secretary of State for Foreign and Commonwealth Affairs in April and said <that
this matter had, inter alia, been discussed. He recalled that Dr. Muller, B:}th
on his arrival at the airport and after seeing Sir Alec Douglas-Home had—gset
out the South African Government’s views on the Sub-Committee investigagion.
The furthest he had gone was to say that we would not like to see the Sub-
Committee visit South Africa. oo

Thus far the Sub-Committee had not indicated clearly what its view was—on
the subject of visiting South Africa. In Mr. Rodgers’ letter it was stated lthat
certain firms had suggested that it would serve a good purpose if the Sab-
Committee were to visit South Africa. It was now a little clearer—the Com e
had discussed the possibility, but had not yet come to any definite decision,
although September/October had been mentioned as a possible date for a wisit.

The Ambassador referred to the similarities in the Parliamentary system&2of
the United Kingdom and South Africa and indicated that against this backgr d
it was not necessary to go into details concerning the functions and powers g a
Select Committee. ) S

The Ambassador stated that one of his primary concerns during both his terms
of office in London was to keep the relations between the two countries as ggod
as possible in circumstances which could sometimes be difficult. Under th
Labour and Conservative Governments he had found that the Prime Ming$ter
of the day had always respected the sovereignty of South Africa. It S,
however, now suggcsted that a Select Committee, which was a part of e
constitutional machinery of the United Kingdom, go to South Africa. It yas
evident that they would not only talk to British companies operating in Seuth
Africa. They would, for instance, possibly also talk to the South Afr@n
employees of those firms and to academics as was in fact stated by Mr. Rodgers.
There had been severe reactions in South Africa about the possibility of such a
visit. Such reaction had cut across Party political lines and was also to be fo@]d
amongst some leaders of the Bantu nations. N

The effect of such a visit would therefore be to strain relations betweengghe
two countries. He could understand that businessmen who had given evidepce
before the Sub-Committee might suggest that such a visit would be advis@]e
but they were perhaps not so aware of the constitutional difficulties.

(4%
P,
Whereas mention had been made of British Select Committees visiting ogr
countries, such visits had not taken place under quite the same conditions. n
the particular circumstances sketched before it would be inappropriate frofx a
constitutional point of view for a Select Committee of a Parliament, whetier
British or any other country, to visit South Africa or for South Africa to say t
it was welcome. The Ambassador expressed his surprise that Members of the
Committee who are aware of the constitutional position, could suggest this.
Therefore, he hoped that his Government would not receive a formal request
concerning a visit as he did not think it would be able to accede to it.

Mpr. Rodgers said that speaking for himself, he acknowledged that some of
the matters they would look at in South Africa might not be acceptable to the
South African Government. On the matter of sovereignty, however, he found it
difficult to understand the Ambassador’s position. He again mentioned visits by
Select Committees to foreign countries and stated that his own Committee was
totally aware of the sovereignty of other countries and South Africa.
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He had personally reflected upon what his attitude would be should an(;‘)
American Sub-Committee wish to visit Britain and talk to American firms about—
British Government policies. He found it difficult to see that he would protestO
against such a visit as long as the Committee did not seek to tell the British =<
Government what to do. It would, however, be perfectly entitled to investigate O
United States firms in Britain. P

1

-

The Ambassador said that he did not think that they saw eye to eye on—=<
this subject. There was no problem with the investigation in the United Kingdom.™T
This was a matter for the House of Commons and British Companies. Should
the Committee proceed with its investigations in South Africa, then the South
African Government would take the view that this would constitute interference .
—he mentioned for instance that the Committee might ask questions in relation

to South African legislation. B

Mpr. Shearar indicated that he thought that the South African electorate would ©
undoubtedly regard the visit as constituting interference in its domestic affairsS
and the Ambassador added that people in South Africa might not have such 55
a clear view of the Sub-Committee’s proceedings and that they might have_.
misunderstandings about the scope of its investigation. —

[,

Mr. Rodgers said that he could see that problems might arise where a matter©
was followed from afar. He emphasised that his Committee had never suggested 2>
that firms operate outside the law in South Africa. In this investigation, as in=
others, they had been treading a sensitive path. He thought that what the’
Ambassador was saying was that whether a visit would really infringe South =
African sovereignty or not, it would still be seen in South Africa to infringe 3~
=

thereupon. -

The Ambassador answered that he would not like to split hairs on this. HeZ<
said that one should, however, take cognisance of the background and pointed,O
out inter alia that it must not be forgotten that South Africa was self-governing
for decades and that the Republic was already 12 years old. Also, there was a®d
concerted campaign aimed at bringing political pressure to bear on investors. =
Further, it was not basically investments overseas that were in question but<
specifically investments in South Africa. If the present investigation had notQ©
come about as a result of newspaper publicity regarding South Africa only, or
if the scope of the investigation had been wider, empowering it to look into t.heE
activities of British firms in Africa or in overseas countries in general, them
climate might have been different. (JB

In his personal view the whole episode was having some beneficial results. '
As a result of this many British companies were improving the conditions and(;
wages of their Bantu employees. It was also to be welcomed that the Boardstn
of British firms were now more correctly informed about the position in Southll
Africa as far as, for instance, Government policy and legislation were concemed.‘g

Mr. Rodgers stated that he would say to his Committee that in the light of thel3
discussion it seemed apparent that in the event of the Sub-Committee decidingO®
to visit South Africa it was likely that they would not find themselves free to Y

conduct their investigation. 8

The Ambassador agreed that this would be a fgxir summary of the discussion=y
but asked Mr. Rodgers also to add what he had said concerning the usefulness of 8
the Bantu wages episode.

The Ambassador said he .w_ould, in fact, like to see him and other members of
the House of Commons visiting South Africa in their private capacity, after the
Present enquiry was completed. They would then be visiting South Africa
as individual Members of Parliament.

Mpr. Shearar added that there had been many such visits in the past, some of
which had covered the ground with which the Sub-Committee was currently
concerned and that M.P.s had been assisted by Government departments,
Chambers of Industry, etc.
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In conclusion, Mr. Rodgers thanked the Ambassador for receiving him-—and
said that he would report back to his Sub-Committee within the following ek.

The Press was not aware of his visit and he personally did not favour a lic
announcement concerning his visit. He could not guarantee, however, thagthe
facts might not leak out as members of his Sub-Committee might inadv tly

mention the visit in the course of private conversations. On the quwtmlrr of
publicity, he further said that he foresaw two possibilities: Should the _Qub-
Committee, upon hearing the outcome of his discussions, decide not to visit Septh
Africa no announcement would be made. Should they, however, still dpcxde
to visit South Africa, the matter would of course become public. O

The Ambassador said that, if it was decided to mention this meeting in' the
final report, he would appreciate it if this could be discussed with him b@)re
publication.

) €¢

Mr. Rodgers replied that he did not foresee any mention of the meeting eing
made in the report. He promised, however, to keep the Ambassador mformﬁ- of
any developments in this direction.

LONDON,
11 July 1973.
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ABBREVIATIONS
British-American Tobacco Co. Ltd.

British Leyland Motor Corporation Ltd.

British Petroleum Co. Ltd.

British Steel Corporation.

Confederation of British Industry.
... Department of Trade and Industry.

. - Electric and Musical Industries Ltd.

Gross Domestic Product.

General Electric Co. Ltd.

Guest, Keen and Nettlefolds Ltd.

Great Universal Stores Ltd.

Humane Standard of Living.

Imperial Chemical Industries Ltd.

-ad114d }‘\'I'IV'C)INOE:I_LC)EIEIc3

International Pipe and Steel Investments.:

South Africa (Pty.) Ltd.

o%11 81 190 £202

South African Iron and Steel Industrials

Corporation Ltd.
Minimum Effective Level.
Minimum Subsistence Level.
Natal Tanning Extract Co. Ltd.
Poverty Datum Line.
Palabora Mining Co. Ltd.
Rio Tinto-Zinc Corporation Ltd.

South African Industrial Cellulose Corpora

tion (Pty.) Ltd.

South African Institute of Race Relations.

NOJ - ONYTHOIY
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Steel and Engineering Industries Federation=

of South Africa.
Trades Union Congress.
Trade Union Council of South Africa.

United Kingdom South Africa Trade!

Association.
University of Port Elizabeth.
United Transport Overseas Ltd.
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PROCEEDINGS OF THE COMMITTEE
TUESDAY, 22NDp JANUARY, 1974
Members present :

Sir Henry d’Avigdor-Goldsmid in the Chair.

Mr. Joel Barnett

Mr. James Boyden
Mr. Bruce-Gardyne
Mr. Bernard Conlan
Mr. George Cunningham
Mr. Terry Davis

Mr. Eric Deakins

Mr. Drayson

Mr. Duffy

Mr. Nicholas Edwards
Mr. Michael English
Mr. Andrew Faulds
Mr. Garrett

Mr. William Hamilton

Colonel Sir Harwood Harris
Mr. Richard Hornby
Mr. Mark Hughes

Dr. Edmund Marshall
Mr. Neil Marten

Mr. Maxwell-Hyslop
Mr. Michael Meacher
Mr. Charles Morrison
Dr. David Owen

Mr. William Rodgers
Mr. Timothy Sainsbury
Mr. Robert Sheldon
Mrs. Renée Short

15 - WY 92: 11 81 190 €202 - 03718 ATIVOINOHLO913

Report from the Trade and Industry Sub-Committee brought up and @ad
Motion made, and Question proposed, That the Report be read a se@nd

time, paragraph by paragraph.

Amendment proposed to leave out from the word * be ” to the end and.add

(¥4

the words

The Committee divided:
Ayes 1
Mr. Michael English

not read a second time until black witnesses have been heatg by
the Sub-Committee ”.—(Mr. English.)

Question put, That the Amendment be made.

Noes 21

Mr. Joel Barnett

Mr. James Boyden

Mr. Bruce-Gardyne
Mr. George Cunningham
Mr. Terry Davis

Mr. Eric Deakins

Mr. Duffy

Mr. Garrett

Mr. William Hamilton
Colonel Sir Harwood Harris
Mr. Richard Hornby
Mr. Mark Hughes

Dr. Edmund Marshall
Mr. Neil Marten

Mr. Maxwell-Hyslop
Mr. Michael Meacher
Mr. Charles Morrison
Dr. David Owen

Mr. William Rodgers
Mr. Timothy Sainsbury
Mrs. Renée Short
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Main Question put.
The Committee divided:

Ayes 24 Noes 1

Mr. Joel Barnett Mr. Bruce-Gardyne
Mr. James Boyden

Mr. Bernard Conlan

Mr. George Cunningham
Mr. Terry Davis

Mr. Eric Deakins

Mr. Drayson

Mr. Duffy

Mr. Nicholas Edwards
Mr. Michael English

Mr. Garrett

Mr. William Hamilton
Colonel Sir Harwood Harrison
Mr. Richard Hornby
Mr. Mark Hughes

Dr. Edmund Marshall
Mr. Neil Marten

Mr. Maxwell-Hyslop
Mr. Michael Meacher
Mr. Charles Morrison
Dr. David Owen

Mr. William Rodgers
Mr. Timothy Sainsbury
Mrs. Renée Short

Paragraphs 1 to 191 read and agreed to.
Appendices agreed to.

Resolved, That the Report be the Fifth Report of the Committee to th
House.

Ordered, That the Chairman do make the Report to the House.

Ordered, That the provisions of Standing Order No. 85 (Select Commltte
(Reports)) be applied to the Report.

?31d N
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Referenc&s are to paragraph numbers in the report except where otherwise s
A. = Code of Practice (Appendix to Chapter 13), followed by the awo‘

T. = Table.
priate paragraph number therein.
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Affiliates in South Africa bearing the same name as the U.K. parent company (F a
similar name) are not separately indexed ; references are shown among those of the peq_lnt

company.
A

ABERDARE HOLDINGS L1Dp., T. 7-4.
Acrow (ENGINEERS) LTD., 54.

AE. & C.I L1, 64, 73, 75, 76, 100, 133,
%341, 145, 148, 152, 164, 166, T. 6-1, T.

 Affiliate >, definition of, 41.

AF}!&CAN BirTuMEN EmMuLsions (Pry.) L1D.,

AFRICAN OXYGEN L1D. (AFrROX Grour), 133,
136, 145, 151, T. 6-1, T. 7-3, T. 10-2.

AFRICAN SELECTION
(Pry.) L., T. 7-4.

AILBRIGHT & WILSON LTD., 43, 165, T. 7-4.
ALPHA ANTHRACITE Co. L1D., T. 6-1.

AMALGAMATED POwER ENGINEERING LTD.,
T. 7-4.

ANGLO AMERICAN CORPORATION OF SOUTH
AFRICA LT1D., 51.
ANTI-APARTHEID MOVEMENT, 5.

Apprenticeships, 155, 156, A. 21.

ARMITAGE SHANKS Grour L1D., 54, 56, 70,
107, 110, 120, 153, T. 6-1, T. 7-3.

ARMSTRONG EQUIPMENT L1D., T. 7-4.

¢ Associate ”’, definition of, 41.

ASSOCIATED BRITISH Foobps LT1D., 49, 63,
66, 67, 74, 76, 78, 92, 95, 97, 104, 107,
109, 114, 115, 117, 133, 140, 148, 149,
166, T. 6-1, T. 7-3.

ASSOCIATED HEMMERS (PT1Y.) LTD., 93.

ASSOCIATED PORTLAND CEMENT MANUFAC-
TURERS L1D., 49, 54, 56, 63, 67, 70, 75,
100, 110, 117, 121, 127, 135, 149, 162,
T. 6-1, T. 7-3.

AUTOMOTIVE & GIRLING SOUTH AFRICA
(Pry.) L1D., T. 7-4.

AUTOMOTIVE PRODUCTS ASSOCIATED LTD.,
T. 7-4.

TRUST EXPLORATION

B
BABCOCK & WiLcox L1p., T. 7-4.

BArRCLAYS BanNnk L1D., 56, 62, 70, 76, 79,
83, 92, 94, 107, 109, 120, 123, 138, 144,
_}_48_,7 3149, 154, 157, 159, 161, T. 6-1,

AT

BARTON & SoNs LT1D., 90, T. 7-4.
BaTtson, E., 84, 89.

BESTOBELL LTD., 93, T. 7-4.
BOILERMAKERS’ UNION, 158.
BowLEY, A. L., 84.

BR;;IS;I-AMERICAN Tosacco Co. L1D. 0042,
3

BRITISH EMBASSY IN SOUTH AFRICA, 37839’
177, 179, 189, A. 25.

British Government attitude and ro]g 3,
37-39, 167, 175-191, A. 1-25. '

BRITiSH INSULATED CALLENDER’S CAEE'_ta
Ltp.,, T. 7-4.

I
BRITISH LEYLAND MOTOR CORPORAITTON
L1D., 6, 42, 49, 70, 75, 76, 92, 106,
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120, 121 141 153 155 160 164 T

T. 7-3. :
BRITISH MATCH CORPORATION LTD., (D65,

T. 7-4. QO

BrITISH OXYGEN Co. LTD., 49, 54, 56§57

78, 79, 90, 93, 95, 97, 109, 128, 133, %9,
151, 157, 158, 164, 166, T. 6-1, T. 7
BriTisH PETROLEUM Co. L1D, 138, l@
BRITISH ROPES L1D., T. 7-4. "':;
BriTisSH STEEL CORPORATION, 52, 63, 78,‘{?07,
148, 149, 151, 152, 155, 158, 166 T(.g 1.
BRrROOKE BOND LIEBIG LTD., 42. g,’)
Davip BrRowN CORPORATION LiD., 1655.,:!-I
JoHN BRoOwN & Co. L1D., 80. %
BrownN, SIR MAXx, 180. 8
BrownN BAYLEY STEELS LT1D., 43. E

BUREAU OF MARKET RESEARCH (UNIVEI@TY
OF SOUTH AFRICA), 86, 87 (footnotes
89, 94 (footnote), 98, 109, T. 7-1, T.JJ-2-

C

CADBURY SCHWEPPES LT1D., 47, 63, 92, 109,
153, 164, 165, T. 6-1, T. 7-3.

CapPE AsBesTOs Co. Ltp.,, 51 (footnote), 73
76, 81, 93, 110, 119, 127 135, 139, 165,
T. 6-1, T. 7-3.

CAPE NIGHT WATCH L1D., T. 7-4.
CARAVANS INTERNATIONAL LTD., 97, T. 7-3-
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CEMENTATION Co. (AFRICA) L1tD., T. 7-4. DI}7AKE & CuBittr HoLpINGs LTD., 165, T_|)

-4,

CeErEBOS (AFRICA) LTD., T. 7-4. e

DrAKE & GORHAM S.A. (PrY.) L1D.,, T. 7-%

A. CHALMERS & Co. L1D,, T. 7-3. =

. Duncan Report, 39. O

Chamber of Mines, 63, 113, 6#
DuniLor HoLDINGS LTD.,, 48, 53, 54, 62,

CHARTER CONSOLIDATED LTD., 51, 56, 63. 94, 97, 109, 165, T. 6-1, T. 7-3. :

ChxLorIDE GROUP LTD., 53. DuURBAN Bac Co. (PTY.) LTD., T. 6-1. M

CHROME CHEMICALS SOUTH AFRICA (PTY.) -

Ltp.,, T. 7-4. E ()

CHuBe & Son LTD., 42, T. 7-4. rO

EAGLE STAR GROUP, 149, )

Civi. ENGINEERING INDUSTRY TRAINING R

BOARD, 165. E.C.C. SoutH AfRrica (Pry.) LTD., T. 7-4. 8

CLARKE CHAPMAN-JOHN TaHoOMPSON LTD., Education, 25, 78-9, 144, 164, A. 11. o

46, 81. . . . - . —

Effective minimum level, see Minimum

Coats PAaTONS LTD., 44.

A. CoHEN & Co. (GREAT BRITAIN) LTD., 49,
54, 76, 109, 135, T. 7-3.

GFiORGE CoHEN 600 GrRoupr LTD., 42, 141,
44.

Companies giving evidence, statistics of, 12-
15, 40-1.

Company control and responsibility, 40-54.
CONFEDERATION OF BRITISH INDUSTRY, 168.

CoTNSOLIDATED BRASSFOUNDRY (PT1Y.) LTD,,
. 7-4.

ConsorLipatep Gorp FiELps L1D.,, 53, 56,
63, 66, 70, 71, 76, 93, 94, 100, 109, 110,
122, 127, 129, 131, 135, 145, 152, 158, T.
6-1, T. 7-3.

WM. Cory & SoN LTD., 144.

CourTAULDSs L1D., 62, 63, 66, 67, 70, 72,
75, 77, 81, 93, 95, 104, 105, 107, 114, 118,
121, 127, 128, 129, 142, 149, 154, 156,
160, 162, T. 6-1.

D

DEery INDUSTRIES L1D., T. 7-4.
DeLTA METAL CoO. L1D., T. 7-4.

DEPARTMENT OF BANTU ADMINISTRATION,
132.

DEPARTMENT OF TRADE AND INDUSTRY, 2,
38, 168, 175, 176, 177, 178, 179, 180, 183,
185, 186, 187, 188, 189, A. 1-25.

DEsiGN MANUFACTURERS (PTY.) LTD., T. 7-3.
DE Vos, P. J., 100 (footnote).
DEwRANCE-TRIANGLE (S.A.) L1D., T. 7-4.
DiGas, REPRESENTATIVE CHARLES C., 181-2.

Directors, 40, 42, 46, 47, 49, 51, 60, 172,
173, A. 5-6, A. 24.

effective level.

|

EGNEP (PTY.) LTD. (PENGE MINE), T. 7-3. 8
ELECTRIC & MECHANICAL INDUSTRIES LTD,

118, T. 7-4. =
ELLERMAN LINES LTD., 165. :IU
118, 1233

Employers’ Associations, 59, 62,
152, A. 4.

ENGLISH CALICO LTD. (now ToOTAL LTD
67, 70, 76, 92, 93, 95, 110, 114, 120, 1
139, 149, 153, 157, 158, 161, 162, 1
173, T. 6-1, T. 7-3.

EvER READY Co. (GREAT BRITAIN) L
T. 7-4.

Evidence, publication of, 2, 4.
ExNER-DICKINSON (PTY.) LTD., T. 7-4.

Exzpong CREDITS GUARANTEE DEPARTMEIﬁ
, 38.
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FERGUSSON'sS PaINTSs (PT1Y.) LTD., T. 7-4.
Fopens L1Dp., T. 7-4.

Fvod, provision of by companies, 71,
. 11,

FOREIGN & COMMONWEALTH OFFICE, 2, 17
177, 179.

Fringe Benefits, 61, 71-82, 144, A. 10-12.
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G

GARMENT WORKERS'
AFRICA, T. 7-1.

GENERAL ACCIDENT FIRE & LIFE ASSUR-
ANCE CORPORATION LTD., 144, 165.

GENERAL ErLectric Co. LT1D., 45, 63, 67, 70,
75, 76, 78, 92, 94, 102, 109, 120, 123, 148,
149, 152, 155, 162, 164, T. 6-1, T. 7-3.

UNION OF SOUTH
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GLYNWED L1D., 42, 165, T. 7-4.

GorLp FIELDS OF SouTtTH AFRICA L1D., 71,
T. 6-1, T. 7-3.

GREAT UNIVERSAL STORES LT1D., 6, 70, 76,
97, 109, 111, 139, 149, 154, 157, 161, T.
6-1, T. 7-3.

GUARDIAN, THE, 2, 177.

GuesTt, KEeN & NETTLEFOLDS LTD.,
T. 7-4.

118,

H

HAGGIE RaAND LT1D., 149, T. 7-4.
HALL-THERMOTANK L1D., T. 7-4.
HARVEY, CHARLES, 2, 164.

HAWKER SIDDELEY GROUP LTD., 165.
HEPPLE, ALEX, 155 (footnote).

Hirtr SAMUEL GrouUP L1D., 165.

HoMELANDS, 20, 21, 22, 26, 65, 67, 100, 127,
128, 129, 131, 132, 156, 162, A. 11.

HoovER L1D., 42, 164.

HORRELL, MURIEL, 25 (footnote), 31 (foot-
note), 60 (footnote).

Housing, 27, 71-3, 127, 144, A. 11.
HowbpeN Group L1D., T. 7-4.
HUBBARD, MiIcHAEL, T. 7-1.

Humane Standard of Living (H.S.L.), 89,
T. 7-2.

I

ILLovo SuGar EstaTES L1D.,, T. 6-1, T. 7-3.

IMPERIAL CHEMICAL INDUSTRIES LTD., 54,
56, 63, 64, 73, 75, 76, 79, 80, 92, 94, 100,
121, 127, 128, 130, 133, 138, 144, 152,
157, 158, 164, T. 6-1.

INDUSTRIAL & CoMMERCIAL FINANCE COR-
PORATION LTD., 165, T. 7-4.

INDUSTRIAL CARrRBON & GRAPHITE Co. (P1Y.)
Ltp., T. 7-4.

INDUSTRIAL COUNCILS, 62,
155, 156.

INLAND REVENUE DEPARTMENT, 53, 191.

63, 65, 144, 152,

INTERNATIONAL COMPRESSED AIR CORPORA-
TION LT1D. (CompAir), T. 7-4.
COMPUTERS

INTERNATIONAL (HOLDINGS)

LT1D., 80.

INTERNATIONAL PIPE & STEBEL INVESTMENTS
SoutH AFRICA (PT1Y.) LTD. (I.P.S.A.), 52.

J

JESSeL SecuriTiEs Lrtp.,, 54, 73, 7 81,
109, 110, 123, 127, 135, 155, T. 6-1, T==7-3.
Job reservation, 25, 152, 153, 157,$258.
A. 19.

JOHANNESBURG CHAMBER OF COMMERCEs 36,
88, 89, 104, 109, T. 7-1.

Jounson MaTtTHEY & CoO. LTD., 54, Sﬁ 70,
76, 99, 110, 135, 162, T. 6-1, T 7-3.

RROE] E

TIv,

E

K

Kl—i:PATRlCK (SOUTH AFRICA) (PT1Y.)

KNIGHT, JOHN, 16.
Korok (AFricA) (Pty.) L1D.,, T. 7-4.
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