






























































































































































































































































































































































































































































































TABLE 14 GLOBAL INFLUENCE ON NEW IKVESTMENTS -

ACTUAL AKD IDEAL 

ACTUAL 1 * 2 3 4 5+ Mean 
Score 

Executives 5 10 16 26 26 3. 7 0 
Medium levels 34 21 12 6 4 2.03 
Lower levels 56 5 4 5 3 1. 55 
Participatory 8 18 23 13 18 3.19 
bodies 

Supervisory 3 2 10 15 52 4.35 
authority 

Headquarters 1 2 9 24 48 4.38 

IDEAL 

Executives 3 4 7 24 47 4 .27 
Medium levels 16 11 21 19 12 3.00 

Lower levels 29 23 7 11 6 2.24 

Par tic i pa tory 2 13 8 29 30 3.88 
bodies 

Supervisory 4 7 14 14 45 4.06 
authority 

Headquarters 3 4 9 19 50 4.28 

* No influence at all + A lot of influence 
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TABLE 15 GL OBAL INFLUE NCE ON WORK ARRANG EMENTS -

ACTUAL AN D IDEAL 

ACTUAL 1 * 2 3 4 5+ Mean 
Score 

Executives 2 7 9 20 44 4.18 

Medium 1 ev e 1 s 6 14 13 23 23 3.54 

Lower levels 44 15 10 4 4 1. 82 

Participatory 26 16 15 8 12 2. 53 
bodies 

Supervisory 34 12 8 10 12 2. 39 
authority 

Headquarters 24 13 9 13 20 2.90 

IDEAL 

Executives 1 2 15 14 49 4.33 

Medium levels 7 3 17 23 28 3.79 

Lower levels 19 26 12 7 8 2.43 

Participatory 16 13 11 12 26 3.24 
bodies 

Supe rvi so ry 26 7 10 13 22 2.97 
authot:ity 

Headquarters 20 3 12 11 34 3.45 

* No influence at all + A lot of influence 

.. hnount of 
influence Globell lnflu en ~ e on work a.rrangements 
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TA BLE 16 GL OBAL I NFLUE ~ CE ON YEARLY PRODUCTION -

PLAN - ACTUAL AN D ID EAL 

ACTU AL 1 * 2 3 4 5+ Mean 
Score 

Ex ec utiv e s 0 13 1 0 2 1 38 4.0 2 

Medium levels 26 16 2 4 5 5 2.30 

Lo we r levels 53 5 10 8 1 1. 69 
Par tic i pat 0 ry 14 13 20 12 18 3.09 
bodies 

Supervisory 6 4 15 16 41 4.00 
authority 

Hea dq uarters 2 4 7 17 55 4.40 

I DE AL 

Executives 0 1 10 20 51 4.48 

Medium levels 5 15 1 7 20 21 3.47 
Lower levels 22 19 16 9 10 2.55 

Par tic i pat 0 ry 3 12 14 24 32 3.82 
b o di es 

Supervisory 9 4 14 14 43 3.93 
authority 

Headquarters 5 5 9 17 51 4.20 

* No influence at all + A lot of influence 

Amount oj 
infl ue n ce C, lobo1l Influen ce on yearly produ ction plan 
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TABLE 17 GLOBAL INFLUENCE ON HIRING AND FIRING -

ACTUAL AND IDEAL 

ACTUAL 1* 2 3 

Executives 9 3 7 

Medium levels 26 15 15 

Lower levels 59 2 7 

Participatory 11 5 18 
bodies 

Supervisory 29 10 11 
authority 

Headquarters 20 6 9 

IDEAL 

Executives 2 5 10 

Medium levels 12 10 15 

Lower levels 31 18 11 

Participatory 6 7 11 
bodies 

Supervisory 33 6 8 
authority 

Headquarters 29 2 4 

* No inflltence at all + A 

Am o u.nt of 
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Score 

22 39 3.98 

15 6 2.48 

7 2 1. 58 

25 25 3.57 

10 16 2.66 

13 35 3.45 

15 50 4.29 

19 26 3.45 

8 10 2 .33 

26 34 3.89 

12 23 2.83 

9 43 3.40 
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Distribution of influence as reported by the different 

categories of personnel on the various issues 

Lower levels scores will be ignored in this section 

because they are all below average and showed that this 

particular category does not have any significant 

impact on any decision. This confirms what has been 

found all through this study in that they are not asso­

ciated and are in no way co-managers of their organisa­

tion as specified in the SME Charter, even though they 

would very much like to be involved in the decision 

making process in all areas, as has been shown in the 

previous sections. 

When Tables 18, 19 and 20 are 

noticed that higher levels have 

c om par e d i t can b e 

by far the highest 

amount of influence with an average mean score of 4, to 

the exception of the last three decisions in the table. 

Their lowest area of influence is related to the 

distribution of profits which it has already been 

mentioned is the prerogative of the Workers' Assembly. 

Data in the Tables show that as far as all decisions 

are concerned it is the place that is occupied in the 

hierarchy that confers most influence. It can also be 

noticed that the perception of all respondents 

concerning areas of influence of the Workers' Assembly 

were fairly inaccurate in the sense that health and 

safety, introduction of a new product and, to a certain 

extent, training, were all scores above average. As a 

matter of fact health and safety and introduction of a 
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new product were respectively ranked first with an 

average mean score of 4.5 and third, with an average 

mean score of 4.15 (see Table 20). It is most 

surprising though to find that the distribution of 

profit decision is ranked in fifth position with an 

average mean score of 3.87. Indeed during my succes­

sive visits to this unit there was a belief from 

personnel that distribution of profits is the decision 

area where Workers' Assembly members perceived them­

selves most influential. However, there is a very 

strong feeling among workers' representatives that 

despite their right to dispose of profits as they 

choose, this right has been taken over by outside auth­

orities who did not, for example, release benefits for 

the year ending 1982. 

As far as ideal influence is concerned, workers' rep­

resentatives would be prepared to have their influence 

reduced in new investments and introduction of a new 

product decisions, if this entailed an increase in 

deciding on distribution of profits. This is a very 

interesting finding which clashes with international 

trends, in that they are prepared to relinquish some of 

their influence as regard to distant level decision 

areas. 

It is interesting to note from Table 18, 19 and 20 that 

these categories of personnel would like to be more 

involved in health and safety matters which is an 

important aspect in the sense that in the west, 
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although important, it is not a paramount issue. It 

can be noted that the same comments were made regarding 

housing. 

In summary most of the hypothesis that were put forward 

in chapter 5 seem to be confirmed. However what the 

analysis showed is that the scale of deep rooted 

resentment from some sections of personnel, as reflec-

ted through the control graphs 

through items 61 to 77 of the 

and more specifically 

questionnaire, is far 

more acute than suspected at first during the inter-

views. The general conclusion is that the Socialist 

Management of Enterprises Charter has not been tran­

slated fully into practice. All the findings suggest 

that at eMB some deep rooted problems have to be 

overcome on the long and hard path of democratisation. 

By and large a change in higher management attitudes 

and an improvement in communication procedures between 

workers' representatives and rank and file members seem 

to be the first steps towards improving the situation. 

However what has been witnessed in this study is that 

the system that is applied is no more than a 'glori­

fied' system of representation very far from the system 

of producer-manager that was supposed to be operating. 

Of course the basic question that should be asked is as 

to whether the system that is in operation, that is 

'Socialist Management of Enterprises', can bring 

greater democratisation. All through the preceeding 

chapters, there has been some criticism and warnings 
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about the very results that were arrived at. Despite 

these flaws some beneficial outcomes have been derived 

such as improved responsibllisation of the workforce, 

increase in the total amount of influence, sensibili­

sation of workers to management issues and identifica­

tion with national goals. 

Competence is a crucial issue that is having a detri­

men tal imp act 0 n par tic i pat 0 ry pro c e d u res inA 1 g e ria. 

This problem has also been noted in other countries, 

and in this respect the responsibility of the unions is 

total in the sense that it failed to tackle this 

problem. 

chapter). 

(I will expand on this aspect in the next 

Among other things, this analysis has confirmed that 

the mere existence of participatory procedures in an 

organisation is no guarantee that the procedures will 

in fact provide a means for workers to exercise con­

trol. Participative schemes in other words may not be 

effective in achieving real participation (Tannenbaum 

et aI, 1981). Moreover it has been confirmed that par­

ticipation is more likely to be the outcome of changes 

in the power structure than the reason for it. To that 

effect, changes in some provisions of the Charter which 

provide for imbalance in representativity, within the 

managing council, ought to be the first task. These 

changes are necessary considering that in Algeria lower 

level workers displayed a willingness to participate 

and want to be involved in decisions affecting them. 
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TABLE 18 RANKED DISTRIBUTION OF INFLUENCE AS 

REPORTED BY HIGHER LEVELS ON THE VARIOUS ISSUES -

ACTUAL AND IDEAL - N - 14 

RANK ACTUAL IDEAL 

1 Repartition of Tasks 4.54 4.54 

2 Replacement of Material 4.25 4.33 

3 New Investments 4.23 4.50 

4 Hiring and Firing 4.18 4.58 

5 Setting Annual Production Plans 4.15 4.71 

6 Promotion 4.08 4.46 

7 Health and Safety 4.08 4.58 

8 Introduction of a New Product 4.08 4.54 

9 Training 4.00 4.36 

10 Future Objectives 3.92 4.43 

11 Creation of a New Department 3.77 4.31 

12 Distribution of Profits 3.25 4.31 
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TABLE 19 RANKED DISTRIBUTION OF INFLUENCE AS 

REPORTED BY MEDIUM LEVELS ON THE VARIOUS ISSUES -

ACTUAL AND IDEAL - N - 41 

RANK ACTUAL IDEAL 

1 Repartition of Tasks 3.27 3.73 

2 Replacement of Material 3.22 3.17 

3 Health and Sa fe ty 2.97 4.18 

4 Training 2.78 3.14 

5 Introduction of a New Product 2.44 3.20 

6 Hiring and Firing 2.39 3.14 

7 Promotion 2.39 3.36 

8 Distribution of Profits 2.18 3.06 

9 Future Objectives 2.16 2.66 

10 Creation of a New Department 2.07 2.74 

11 Setting Annual Production Plans 2. 06 3.41 

12 New Investments 1. 88 2.79 
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TABLE 20 RANKED DISTRIBUTION OF INFLUENCE AS 

REPORTED BY MEMBERS OF THE WORKERS' ASSEMBLY 

ON THE VARIOUS ISSUES - ACTUAL AND IDEAL - N = 13 

RANK 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

Health and Safety 

New Investments 

Introduction of a New Product 

Hiring and Firing 

Distribution of Profits 

Replacement of Material 

Promotion 

Setting Annual Production Plans 

Training 

Future Objectives 

Repartition of Tasks 

Creation of a New Department 
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ACTUAL IDEAL 

4.50 

4.50 

4.15 

4.14 

3.87 

3.71 

3.56 

3.43 

3.13 

3.00 

2.86 

2.75 

4.87 

4.38 

4.13 

4.14 

4.38 

4.00 

3.78 

4.25 

3.78 

3.78 

3.00 

3.25 



CHAPTER 7 

IMPLICATIONS AND CONCLUSION 

A review of countries like Algeria and Yugoslavia 

showed that the long and devastating wars of liberation 

have given rise to demands for a more egalitarian 

society. This, it is believed, can only be achieved 

through socialism and in that respect self-management 

or any model of 'true' workers' participation, for that 

matter, shall not and cannot operate on the assumption 

of a potential symbiosis of inherently antagonistic 

class interests, as is clearly the case in France and 

most definitely in Germany. The basis for an egali-

tar ian and d em 0 era tic soc i e t y po sit s , a sac 0 n d i t ion, 

the abolition of private ownership and the structure of 

rewards based upon it. 

However, as shown earlier, even in 'socialist' systems 

such as Yugoslavia and Algeria where the notion of 

private ownership has been abolished, the progress 

towards a more democratic society through schemes of 

workers' control has been impeded. And in that sense, 

the actual participation of workers in their organisa­

tions, as displayed, is by no means a model of institu­

tional self-management. 

As mentioned before, no model of participation is 

exportable as a whole. This is due to the fact that 

each case is influenced by the specific historical and 
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cultural traditions existing in ea.~h country. Never-

theless, this study shows that irrespective of national 

conditions some problems/or successes of workers' par­

ticipation tend to reproduce themselves. I will, in 

the following, concentrate on some of the outcomes. 

One of the possibly unexpected outcomes of participa­

tory procedures is that it strengthened managerial 

influence. For example, Kavic et al (1970) suggested 

that in spite of the structure of self-management, 

Yugoslav managers have more power than in any of the 

countries studied coupled, 

power distancy. In the same 

however, with a smaller 

vein Bartolke et a1 (1982) 

found that in the more participative plants, managers 

perceived themselves as exercising more influence than 

did managers in the less participative plants. Similar 

results were derived in the Algerian case study where 

it has been found that managerial levels held a greater 

amount of influence as compared to lower levels. 

Although the control graph analysis also suggested, 

similarly to the IDE research in the case of 

Yugoslavia, that members of the workers' assembly and, 

more importantly, outside authorities also constituted 

additional peak patterns as reflected in the control 

graphs. 

The question that arises is how do managers gain more 

influence 1n the context of participatory models that 

are supposed to level the distribution of influence? I 

will propose two major explanations. As seen in the 
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Algerian study there is great difficulty on the part of 

representatives to 'switch' from the role of sub-

ordinate as held in the day-to-day management within a 

traditional hierarchy, to the role of 'equality' that 

is supposed to operate during the meetings of the 

managing councils. Secondly, large differences in 

expertise in favour of management provide the latter 

with additional powers. 

Indeed evidence suggests that difference in expertise 

between management and other categories is a major 

factor affecting effective participation of lower 

levels. In 

(1975) found 

a study 

that the 

of Yugoslavian firms Obradovic 

Yugoslav councils debates were 

••• Largely dominated by high level managers and 

technical experts ••• with the result that rank and file 

members participate less actively than theory might 

suggest". Similar results were derived by (Brockmeyer, 

1970; Kolaja, 1965; Thomsson and Emery, 1966 and the 

Biedenkopf Commission, 1970). In under-developed 

countries such as Algeria this disparity in expertise 

is certainly much more acute considering the high level 

of illiteracy on a national level. 

The Algerian case study revealed that the level of 

illiteracy was quite high among members of the workers' 

assembly and generated a great amount of distrust on 

t he par t of the peo pIe they were re pre sen t i ng. It is 

however interesting to note that the various committees 

that have been set up in order to advise and undertake 
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research on behalf of the workers' assembly were fairly 

efficient. These procedures, such as advisory commit-

tees for workers, could be considered as a positive 

S t e pin un d e r- d eve lop e d c 0 un t r i e s • These are however 

only short term measures which are insufficient if the 

aim is to improve the general level of education of the 

workforce and also mobilise a newly industrialised 

workforce, 

countries. 

as is usually the case in developing 

This role can only be undertaken by a 

strong, independent and dynamic national union in the 

long run. 

The most important feature in any programme intending 

to promote workers' control should be training in 

methods and practices of participation. Moreover joint 

programmes of training should be developed and have as 

a prime aim to harmonise attitudes between lower levels 

and managerial levels in order to improve co-operation 

and motivating them to want it. 

In the three countries we have analysed (Germany, 

France and Yugoslavia) as well as in the Algerian case 

study, it has been seen that traditional and authori­

tarian managerial attitudes are still prevalent despite 

the introduction of participatory models designed to 

curtail those attitudes. The case study certainly 

showed that in the Algerian context there are strong 

indications that the management function is still very 

much associated with authority. In fact some senior 

levels clearly displayed their reluctance in sharing 
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power with workers and their representatives whom they 

often described as inexperienced and unable to grasp 

important management issues. However it is felt that 

there are more profound explanations to the afore-

mentioned type of behaviour on the part of senior 

levels and more particularly on the part of middle 

management, who appear to feel threatened by the sudden 

upsurge in influence that the SME scheme is meant to 

provide ordinary workers. I will list below a series 

of factors which may have strengthened these authori­

tarian attitudes. 

The rapid promotion of junior managers to replace 

members of the previous colonial administration 

has been too fast and resulted in a feeling of 

insecurity which led to over-emphasising authority 

as a defense mechanism. 

An education system which is geared towards 

western management culture. In that respect, the 

large influx of personnel from France, which was 

needed in order to keep universities and schools 

operating, largely contributed to this situation. 

Impo rt of technology, necessitating managerial 

professionalism which, in turn entails techno­

logical dependency. 
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Important positions in industry are held by ex­

members of the FLN who, by and large, favour 

bureaucratic structures reminiscent of a highly 

structured system operating during the war. 

I believe that the 'traditional' role of managers in 

under-developed but also in western capitalist socie­

ties should be re-examined if any progress towards more 

participation is to become a reality. An important 

feature of under-developed countries is resistance to 

change and some evidence has been produced in the case 

study in the context of Algeria. Therefore, as 

mentioned earlier, training procedures primarily 

targetted at management levels would help change those 

authoritarian styles into democratic ones, enhancing 

the spirit of 

coupled wi th a 

participation. These last measures 

reshaping of environmental conditions 

more into line with local conditions are a prerequisite 

fo r the c rea t i on and en h an c em e n t 0 f a par tic i pat i ve 

society. 

As far as industrialised countries are concerned the 

traditional role of managers is already changing. This 

is due to two factors. Firstly an increasingly 

knowledgeable workforce is able to question the value 

of any decision that is to be taken. Secondly, we are 

witnessing the emergence of a new breed of specialists 

following the 'micro chip' revolution. Argenti (1976) 

expects that these specialists or experts will reign 
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in western industrial societies, with managers acting 

as advisers to the people they used to manage. 

Excess of legalism 

The impac t of outside authorities' influence on 

Algerian organisations is much greater than compared to 

other countries. The ministry or supervisory authority 

plays a specific role in the sense that, unlike most of 

the other countries studied in this thesis, long term 

decisions are subject to these authorities' approval. 

Obviously some benefits may occur from these procedures 

i nth e sen set hat a m 0 r e c 0- 0 r din ate dan d e f f i c i e n t 

development of resources at macro level is more likely 

to be achieved. Unfortunately, the increasing level of 

legalism that regulates relations between outside auth-

orities and organisations, added to the increasingly 

complex regulations already operating within those 

organisations, could hardly be considered as catalytic 

for participation. In West Germany we have seen, for 

example, that extremely complex and cumbersome pro-

cedures are involved in appointing members of the 

Executive Board when the two third majority is not 

obtained in the supervisory board. In Yug osl avi a the 

excessive legalism of the 'Associated Labour Law' of 

1 9 7 5 , and sub seq u e n t ref 0 r m s , h a v e c e r t a i n 1 y not c 0 n-

tributed to a better understanding of procedures as far 

as lower levels are concerned. Finally, in Algeria I 

have shown that within the steel industry the 
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burgeoning of laws and amendments has certainly created 

serious dysfunctions as to relations involving unit 

enterprise and ministry. 

From the above, the necessity of appointing full time 

legal experts will become unavoidable and will probably 

lead to a professionalisation that is subject to the 

criticism we mentioned earlier in this chapter. It is 

recognised that any participatory system ought to have 

its structures and functions regulated and some have 

suggested that "given the framework of hierarchy, 

introducing more rules for employee participation is 

the most efficient way of increasing employee involve­

ment, particularly that of employee representatives and 

of equalising the distribution of power" (IDE, 1981). 

However, too many rules and procedures may hinder the 

process of participation because lower level workers, 

more so in under-developed countries, would be less 

inclined to participate regularly and effectively in 

procedures 

feared that 

which are over complex. In 

excess of legalism would 

short, 

pu t of f 

it is 

lower 

level workers' involvement in participative procedures 

they would be unable to understand. 

It is unfortunate that research is very sparse on this 

i m po r tan tis s ue • 
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Workers attitudes 

Workers attitudes towards participation and its extent 

has on the other hand been studied extensively and 

there is growing evidence to suggest that there is 

little or no interest among workers in participating, 

Rus (1970), Derber (1970), Walker (1972). Supporters 

of authoritarian structures for whom participation, 

whatever its degree, is anathema, used these findings 

to further discredit and oppose the introduction of 

participatory procedures, where in fact, this lack of 

interest was primarily due to the lack of opportunity 

to participate in shopfloor level decision making, as 

has been discussed by Pateman (1970), Emery and 

Thorsrud (1969) and Kalrson (1973). I n Al g e ria, h ow-

ever, evidence suggests that members prefer a greater 

total amount of control than they perceived was 

existing on a wide range of decisions, whether short 

term or long term. Furthermore it seems that despite 

the problems encountered in CMB, workers still want 

more involvement in decision making, and have been 

fairly favourable in their assessment of the likely 

consequences of SME (see previous chapter). Obviously, 

it is important to recognise that attitudes are not 

static. These may change depending on the extent to 

which workers interests and expectations have been 

fulfilled in the long process of implementing genuine 

democratic procedures in decision taking. 
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Size 

Organisational size has proved to be an important vari­

able to be taken into account and appears to have 

direct influence on the future healthy development of 

workers' management. Large organisations are not, as 

has been shown in the Algerian case, conducive to the 

fulfilment of values of workers' management. I t has 

been shown that there is a positive correlation between 

complex rules and procedures and large concerns. This 

in turn engenders strong and persistent dysfunctions in 

the organisation. It is interesting to note that two 

of the countries pursuing a 'socialist' ideology 

(Algeria and Yugoslavia*) have reversed from large to 

smaller concerns in view of the various problems that 

have been commented upon previously. At micro level, 

within the framework of BOAL' s, these changes seem to 

have some success in Yugoslavia. Unfortunately, how­

ever, these changes have been combined with drastic 

transformations of the socio-economic environment. 

Therefore one must remain sceptical about the claim 

that 'self-management' is able to succeed in its 

attempt to lessen or even 'eradicate' organisational 

repression and workers' alienation even within the 

* Some commentators, including myself, might contest 

that Yugoslavia is presently socialist (see section on 

Yugoslavia for more extensive comments). 

252 



context of large- concerns. In Algeria it is far too 

early to assess the impact of the new restructuring 

scheme in industry (it will be interesting for future 

research to assess the consequences), however some of 

the dysfuncions mentioned in an earlier chapter, which 

were associated with organisational size, will have a 

better chance of being resolved. As argued by 

Tannenbaum et al (1974) large organisations are indeed 

not adaptable to socialist management. Large organi­

sations are created because of the drive for profits 

and they are an outgrowth, therefore, of capitalist 

values and mode of production. Large organisations 

need not arise in the absence of profit motive and the 

subjugation of man to machine. 

Finally, it seems that when there is juxtaposition of 

hierarchical and democratic structures, almost invari­

ably and within any context, it results in the latter 

one being made redundant. The IDE research (1981) 

showed that hierarchical level is a stronger predictor 

of power distribution within organisations than size, 

type of industry or country. 

Hierarchy involves at least four modes of unequal 

resources, inequality of skills and knowledge, rewards, 

authority and access to information (Evan, 1976) which 

are all antonyms to the spirit of workers' management. 

And it seems that the major reason why attempts at 

democratising the decision making process have been 

unsuccessful in both capitalist and socialist systems 

253 



is that model builders simply grafted their partici­

patory models onto existing traditional structures. 

Whereas there should have been in the first place a 

major organisational restructuring. 

Hierarchical structures are still with us and will be 

for many years to 

that there are 

come. However, there is no denying 

consistent efforts to lessen the 

unfavourable outcomes of hierarchy with the introduc­

tion of, for example, staff and line structures where 

staff personnel are outside the traditional line of 

authority in an advisory capacity. And a 1 soma t r i x 

structures, with several variants, where dual authority 

replaces unit of command. 

It is hoped that this momentum will be maintained and 

ultimately culminate in the creation of non-hierarchi­

cal organisations where workers will have a better 

chance of participating successfully. 

It must be stated, before concluding, that carrying out 

a project on this scale has changed some of my earlier 

views, particularly on the Algerian model which have 

been stated in the introduction. More importantly, 

after having become detached 

in the Algerian context and 

from personal involvement 

spending four years of 

total commitment on this research, it has proved to be 

an invaluable experience contributing to my change in 

attitude. 

254 



In conclusion, this study has shown that nowhere a 

model has emerged 

control, with labour 

as a typical 

having full 

case of 

and direct 

workers' 

pation. Moreover the mere presence of 

partici­

workers' 

councils is by no means a guarantee that workers 

effectively participate. 

In Algeria, although the process of implementation is 

still under way, all the signs are that the ideal of 

'worker - manager' is still very far off realisation. 

Indeed as shown on most issues, managerial levels are 

still in control and are likely to gain more control 

despite the many amendments to the original 'Code et 

Charte de la Gestion Socialiste des Entreprises' and 

the subsequent contextual changes. However, contrary 

)Ito other models, Algeria's commitment to socialism is 

I still very strong. The education role SME is performing 

as far as ordinary workers are concerned give reasons 

to believe that, despite the theoretical and practical 

problems mentioned before, there is still hope that it 

will bring some success in the future. Success in 

all evia t i ng a I i ena t ion, 0 rgani sa t ional repre s s ion and 

also in lessening power differentials that exist 

between higher and lower level workers. The answer to 

the question as to whether power equalisation will ever 

be realised in the context of an ideal self or socia­

list managed organisation and result ultimately in the 

direct control by workers of the management function is 

still hard to envisage. This will, of course, depend 

on how the Algerian, or any model for that matter, will 
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react to the structural and contextual problems that 

emerge during its development. 
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ATTITUDES TOWARDS SME, AS REPORTED BY ALL MEMBERS - N • 98 

SCALE 
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More Efficient Management 

More Equalised Power 

Improvement in the Condition 
of Work 

Power Decrease for Higher 
Levels 

Better Job Security 

Better Flow of Information 

Better Material Satisfaction 
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Better Climate 

Workers are more Conscious of 
their Responsibilities 

Decisions become more 
Acceptable 

Loss of Time in Taking 
Important Decisions 

Added to Bureaucracy 

Eliminate Serious Confli~t 

Better Communication 

Improvement in the Quality 
of Decisions at Enterprise 
Level 
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ATTITUDES TOWARDS SME, AS REPORTED BY HIGHER LEVEL WORKERS -
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ATTITUDES TOWARDS SME, AS REPORTED BY MEDIUM LEVEL WORKERS -

SCALE 
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ATTITUDES TOWARDS SME, AS REPORTED BY LOWER LEVEL WORKERS -

N .. 43 

SCALE Ye s To a Certain Not at 
------------ Definitely Extent All 

ISSUES % % % 

More Efficient Management 36 48 17 

More Equalised Power 28 51 21 

Improvement in the Condition 
of Work 44 37 19 

Power Decrease for Higher 
Levels 24 42 34 

Better Job Security 49 37 14 

Better FloW' of Information 44 35 21 

Better Material Satisfaction 49 23 28 

Bette ,Morale S,atisfaction 30 35 35 

Better Climate 37 37 26 

Workers are more Conscious of 
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Lowering of the Quality of 
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ATTITUDES TOWARDS SME, AS REPORTED BY MEMBERS OF THE 

WORKERS' ASSEMBLY OF THE UNIT - N - 13 
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Ii! :"~; 

appJ'\J\'e L1: ,\ ;l(:COIIlIl~ ill Ihl) I'lld of cac:h Iilland,,1 yual'; 
_ ............. _ .......... . . , .... ... oJ •. _. . 1 .•... . t Jl-- . ... ... ... I. .~ ,,.. ~ ....... ,:1 1".hut.l, .'l'\r,J:"JlhJ,.\ 

ALGERIA 1 

(:\) nC('r(~n NI" (j3-~:;. l'Cri[lt'dillg Ihe IIr;,!:lnisatiulI 111111 1I1l~11· 
lI;';t'III1~lIl of vlu'lIkcl illllllSll'illl, lIIilljl\~, 1IIIIIllil~I ' i1fl ulIII IIgril'\lltllc'ltl 
UIIII\'l'lnkillgll. Dlllell 22 MllI'cll J%:I. (JOIII'fI"i O/licir/, ~~) ?\larch i!)(j;J, 
:\ I) . 17, p, :l~)8.) 

/>,\111' 1. Tilt: 01IGANIS,\.'!'ION Of Sl·:Ll-'·M'\NAG .. ;) .. ;~'r 

1. All vaeuletl ilHJII!<LI'ial, IIliflill~ 
tllkings shnll b!J rUII 01\ 1.1 II! p"illeil'lu nl 

1 i \\ IIl'kcl'S I.hrougla llll! (ollowillg or'gall:;: 

.. (II) LIII' Wlll'!;CI'Ij' gcn~"I.} mectingj 
(h) lhe wOI'I{I'I'::t' cOllllcil; 

(I:) LIlt) II\HIIUgillg COlllllli\.ll)c; 
(d) lhe dil'ccLol': 

anti HgJ'i(:III1.lIl'nl ulHler­
!1I' 1r-I\ IHn H~I 'Il\I ! I\L by lhe 

, , 

Provided that by decision or the Prcsident of the Council 
or ?\Iinisters cCI'tain· -undcrtaking!! of nalional impol'Lance may 
be considered to fall within the public !;eclor and 1Je managed by 
pulllic or-scmi-puhlic hodies 01' naliollali ~('d companies, 

Chapter 1. The lV orkcrs' Gl'll crczl M cctin:.: 

2. Tho wOI'kers' gencl'al mcding l>hall be composed oC tJ,c 
I'cl'lnnnclIUy employeu WOl'kCl'S in lhe uudcrtnlcing who Culfil the 
eUllditiolls laid dowlI in sections 3, It and 5, 

Tltl! TllCmhc.:r of memhCI'8 of lhe wol'l, ers' general meeting shall 
/'e IiXl!lt 1J • .lI:ll )'l!nr ac(:ol'tlillg to'lhe ucg-I'ee of development. and 
ill I cmii lit~ul.iol\ of l he Ullll cl'la king, 

'I'll!! plan for Lhe developlllent allt1 inlensification of lllC under­
laking fihal! he in confol'Jllity with tho naLional development plan. 

:1. To he a memher of Lhe wol'l{ers' gencral lOeeting a w\lrker 
:;hall rlillil t.he following cOlluiLions: 
IlC of AI;;~!I'iuJl nat.iollnliLy; 
110 fit least 18 years of age; 
1IC1[. he tleprived of Lis eivil rights; 
lin nclh'ciy cnl!agcd in \VOI'!c for which he has lhe neCCS3al'Y skills; 

I II .. \'C all hi H pl'i lie; pal SOlll'er! of iJlcomu 0111 y I he 1'l'llIl1lll'l'uLiull fl'olll 
bi~ wOl'k ill the Ul\dl~ltnking; 

havll heell t:uIlLilllli\lly 1!1lI1'1IJyrii ill Ihe IIIl,kr!akill;; f,)1' al least 
six IllOlIll::; \\'itltulIL illlL'I','ujllioll: 
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('ltl/I '/" ,. II . '/'III' 1\ '01'1,',,/ " (" //II/,'it 

J n. Tltl' \','01,1,1' 1 :,' t'llIllIeil, r1II1,;1' 1i rr/lill allllt!I~~ 11111 IIIo'I1lI)l'l's 
(If 111'.' w{)II,t:1':, ' gl'III'l'al 11I1 :I:lillg Ill' III • .' IIlIdl:I'l ;II;illl;, :-.lIa!1 Ill: 
nlllljltl!il ·d ( ~: lIlljl:d II) 1111 "ppl'r lililiL or 100 1III'IIIIiI'I':; ) of ilL 1I"I ~ L 
uttt: 11111111111'1' fl'I' I'VI! I' )' 1r, "'01'/"'1'11 III' fl ';. t:lillll of I h:aL lIlIlId!!:r; 

ill lilly ClIM: 1.1I1! 111111.111'1' uf 11I : 'lIdlt'I'~ ~ 1 1 , d! JllIl I ... less LI! :ul l(;I\, 

11. ,\l blsL l\\'o -1.1Iinh; or lite 111. :11.111:1'::; of Ihe \\,{lrkel'~' 
l'II,,,,, ·jl ~ltilll hi! I'IIII"IIYI!;' dil'l' (; lly ill 1'1'0.11 :4'1 iOIl ill 1111' IIfldl:I't:diilllt, 

The ('tlfldil i<lll~ fill' \,lIl.ill~: ~ 11:t1l "I~ I It I' :;11111': :1~ I ),1I :ill 1,Iid dowu 
ill set'l.ioll li rrll' the \\'tll'I",,'s ' g"nel';d 1\1I: t: 1 iJlI~' 

J2. TIll! JIIC:mlll'I'~ uf lhe workers' ('lIlIllCil :;lIall \1I! ('It'detl fOl' 
LlII'C'(, yeal'sj eacll yr.:u· ill I'olati ull lite lel'lIl of lIl1i( '1) (lr tll1l) -lllil'll 
of tlll! . IIl1:llIbcf!i ,ihall expire alld fl'l' :,h ld(~cL.i(lIl:l 11t:1"; 1,"I ' ! '. llill~~ 
IlIl:l\lhl'rs 111:1 y be rc-dl,t!lI:<I, 

1:t. TIIC! \\'ul'l,I'I'SI l'Oll/l Cil ~IIIIII 1I1('ld a(. ltoilS!' lIIH: !! H IIIOIiLlt 

by dl!l:i~ilJlI of Ihe 11I;llIagilig C1lllllllill.c(·, 1':xll'illll'llill<lI'Y ~,iLliligs 
of lhe WOJ'kCI'S' cOlilieil lIlay be (:alkd for I,y ,,"c-I hiI'll of Lhe IIICIJI-
1Jl'1':! of thc ('ollllcil. 

I,/. The workers' c(JlIIII ;il :,hal/ ---

adopl tllC 1'"IPI()~'lIl1'ltI, I'ttlrs (.r Ih e lIllrll'rl.;d,i!lg; 

dl'l'iilc 011 lhe )1I1I'CIt; I.S(~ alld ~; tf e of capil:JI plaul <lilt! equipment 
wiLllilllllC l" ',1I11C",vlJl'k of UII'! LlllIllI,tf (lI'O~'Ti\l1l11l1! fOI'l'upiL :1 1 i(\vr..~L­
IIWIIL Hdopl(,d h\' 1111: \ ':lIrI,(:I'S ' )~I!I II~ I'ill ICIt;dillg: PI'o\'idC'r/ lbat 
lite illilial t'a pil ;" :ls~;I'ls shall IloL I.e allowed to r/imilli ., h; 

JIIa\.e tI,·ci :. illIlS \\';1 It II !s l't!I'L 10 long-lel'lIl all.] lIIcdiulI1-lel'fll loam" 
wilhill III,' l'I':lllil''.\'{)I']' of Ille dev l:iJ '!,1I1t:1I1 Jtlan adoplcJ. by 
Lilt, \\'01'1,, ·1':; ' gl'!I i'I'al lIIeelill;;; 

makc dl'(~i ,: i"!l s \\ il it )"!RI'I'rl. lo the l'xpul.,iIJlI of rncmbl'I's (slIbjecl 
tu ;I)llll"d I IJ I ht· \\'od<er;.;' gl'I.(;l'al lilt:. I iJl1!); 

m;,lir dr 'l i :; i(tll ~ willt 11 ':' JlI 'I'l lo 1111; adilli. il,l! of III'\\' 11f'I'III 'l/~(,lIt 
\\,(lI'I,I'I'~; \\ i~ 'Iil' II,,: lilllils 1'I'u\,itll!. l rid ' ill :-1'1 ' 1 i(JII ~ :;, II alld !, 
ur Illi :; 111'/ :1'1 '\'. \\ '111' 11 ll.c ('0 II III il is ltuL sit LillI', ll.e dj/'(:(;(I)I' 

lila.\' ad ill il :; sl, 'all. 111 aJllliLlill i, lit;\\' \\'I\ ' I<loI':;, pJ'ioJl'i ly 
!;ltitll hl! gi .... e" In \'; ;11' \"l'l!!I'<lIl:i 01' viclim . .; of J'CjJl'(',;,;iOll j 

cX;ll/lillc I.he :Iel'ollltl .; al lhe ell(! of ea<:/l lill ;Jllci:ll veal' hefore t\'CY 
:II'C SlIblllill I'd L') Ilw \\'OI'l\I~I'S' gl ~ lIt~ l'al InecLillg; • 

tlecL lise 1I1H11:i~'in~~ (;Illllllliltl'e :lllrl l'xCl'ci:·e }' '1)(: J'\'i~ol')' lundil,ns 
0\'( ' 1' i:,s IlI'livili( " 

CJwl'l l1' J {I, Tlte .\I(/I/(I;, i/,;: ( .'UlliI /iil/{·t' 

I ." Tilt, II: ;III,I :' I I.! ' I·OIl,II.il' ,": .,1.;,:1 
t.-e.... _1 _ 1~_ .I" ... , •• ' I ... . 01 ' •• J ... .. . 1 ,', •• ,I . ... .. ..,J .... J • 

ItI' '"I:Il/t'.",·I: 
: I r 

f/! I i .I'III' ., 

1IlI'IIIIIl'I'~; III II'" j l.wo-I,lt;l'dK of Ir.,: IIiUlldll'II, nf IJltl Illall :I ,~ , 
I 'UIIIIII;I II'I! ::/1;tll I'I! worl,I :/'1I "ill :t:l I)' 1:lIlJtlflYI,aI ;11 Jll'utllldil 

Till ' 1I1 :IIIII;,:'il ' .! ' I;U lllllli'lnl ' Kllul/ ..1, :1'1,1,/1 1'11 YI :ar iI t:lwil'ltl 
rl'll!1I ;11111111;": ils 1" .,11 Illl'lIdll'I~ . 

,\~ ill Ih,' 1~1o .· ': IIr 1.1111 WIil'lil:I'H' 1 ~ III1II1 : i'l (I,,: 1/ :1'111 IIf lI11k!: 
1III,:-llIil'd of IIII! 11;I! II!1ll ll'll of lIl/.l 1lIlIlIlIgilll{ 1'01111111111 :': ~11I"1 OXI' 
i:l I'lltal.ioi\ cadi y ,: :u'l followetlhy f('(!~h IJlt'dilllHI ILL whid. III1Lgoi 
11lt'lldll!rS 11I;,y lit! !',:-dl'eled, 

IG, Thl' Ill:l ll;';.,:i llg (!otrlll1iLll!I! shl\lI h;! I'cspolIsiIJle (or 01:1 

ilging IIII! Illltlf:I'l; ,I,illg; il. !iltnll, illla (Ilill ' -

dl'aw lip tilt! tlf".' f :lorm'~IIL plall fUI' I,ht! IIlItlm'Laking wiLhin t 
fl':IJlII ' \\" II '" ('I IIII~ naliull,d I'hll 1I11e1 t.Jw 1I11111lfil (lI'Ogl'UIIIII 

1'111' Il;' I,il:" i' ·'.'e~;LIIII\J\I, pI'utllldio" nile! H1tLl'keling; 

\. <lmw "I' 1'II11's fol' I. hllOr;~i1l1i!ll\li(J1\ or LIltl work an,1 for Lhe uennili 
.. :ulIl a~ :-: i~IIr:: :·.L Lo Lhe \VoI'lillJ'll "f thcil' I./lsks and I'C~pOIISj 

lil.il:.;; 

draw IIi' I he aCCldlllls at I he elld or car.h liJlallcial )'I!,II'; 

pl'~pal'e IllaLle l'S r(oJ' dccision hy the wurkcl's' coullcil i 
Inake tll'cisio llS \'.':1 h l'c~pecL to short-Lcnn 10.JJls within Lhe fran 

\\'ul'k of lite allilllal progl'amrnes foJ' capiLal inn'slnll'l\L. P"OUI 
lion alit! 1II:Ii'kcLillg; 

. lIlilke df:(' i:; ioll'; .... iLIt l'cspccL to Lite motle of PIII'('.ItIlSillti Ilcces~a 
5upplic')1 s\II'I1 as I'aw rnnlcl'i:ds, scee/s, (>t~ ., within the II'an 
wurk of I he ; 1I11111 a I I'l'oducLion pl'ogramme; 

llIake d\·t:i ... il)lI ~ \" illl /'cspccL Lo tlte wode of marketing prod"t 
:111" <;\'/'I'i(,I'~ ; 

dea l wil h )1l'obll ' lIl:> arising ouL of produclion, including the hiri 
of seasollal \\'IlJ'kcrs, 

17. The 1I1 ;1I1ngillg commillce shall mect aL least unce 
loonl" alld as ull " ll as tile inlon::;ls of the unuert¥killg so rC'luil 
j[, l>hall Ill! l'OIl\'I,:,ed I)y iLs citairlllan, 

I L Jllay :1111.\\1 lo be )JI'I!Smlt at its meetillgs, in an adviso 
l' ~\jlal.'il ~', 11I1 !1I1'" 1':; of L11l! workel's' council 01' of LIIl: worh.c 
gl:lll'r:lI 1111'1:1 ill ;' ",.It" at'll ill a posiLion to explain pl'oposal!! Ul 
~: II !" ~I ';; li')JlS f" ·C\· .. . lIsly SlIblllilled 10 Lhe malla~~ing eOllunillee UI 
l'(IIl'.' I'I·llillg I hI! I IUllilig 01' lho uJldcrtaking, 

IB, Two-l '.ln l" (If Ihe IIl1!lIIhcl'~ of Lhe lII:lJla~illg cOllllniLl( 
i'lI:III,lill !T III'~ IL, ,'1'(111', Il1l1sL I>n JlI't 's(~lll 1.1I ((Inn a '1 1101'11111. " 

dl'('i:-:ilJm :;lla/l I.,' :Idol"·et! IJY SiIlIJlII! JIIajority \'1I1.l' of UIC IIwlldJl' 
)In's!' l:l . 

III LIll' l'as" IIf a lie lht! chairll\all ~hall hllve till' casl illg \'Ill 

__ .)!J __ _ PI:lll.! ( ·J.L'.J j'·lll'J. U .. "C .11Hl. . ''\J!'''-'.J1.1';.'.-' . "'-''\u • .#,,~.J _~~ ... ,...1 • .• 11 



I lifo ,' - ,\I :~, I II II 

:1. TIll! l:tlll! ' ;11111.;1111:1 /.11 1111' 11111 illlllll 1:1I111I1IIII,il,)" shall he 
(' I)lI l P(I!;I:d "I' I, :\'i,:,· 1111"- ' 

lhe ~il\"illg r'llId " f 1 hi; S..tr · llIall"' ~ ' !l 1 ,,"d,'rllll.illlr. TIII ~ lllllllllllL 
I,f Sill-it I, :\' y .111.1 1.I1fl : 111111 1,/1 wl.i,d, if :.1,:111 11f ~ 1'111 1I/lillI bl! 
1'I"~!i(:I ' il , ( : d by 1"'glllill.iollS: 1'I'II\,id .. 1I I It II I, lit, ' 1I 11 "I'I'I , "\ill~ Illlly 
Ill! eXPlIlrLI :d I ,l l'lly OJ·lol.ally fl'UIII weh levy II)' I.h,'/IIII":I'\';rilll'Y 

1111/ h""il)" if II,i'; is nccctisiLnLctl hy illl('I'/lul 01' eX(.I:"1l1l1 oeo-
1I01llil: ... i/,(': III Il~ I 'l llt:I'S; 

the Katillilal IIlV" J IIIII:JlI, FUIIlI; 

1I1C 1\'aliollal Fuud rIJI' ElllJdoyrnclIL SlulJility. 
The J'lIle!! for thc nllo"l~ rllntl~ Hhall he 11I'c:lcl'ibed ill 8ubsequent 

lcgislal inll, ",bidl ,.;hall I'I'0vi,I,: fill' I hI! I'llJ'lieipatioll or wOI'kcl'li in 
lheir ;111 II'; 0 i:1I l'al iUII, 

\. III IJnd(illg' 111 ~ ahove loviuH aCI:'"I1lL Hhnll he Lakcn or Lhe undcJ" 
\ Laldllg'K I'c,d pn ·, ·;ibilil,inM or eOlltri""t,irtL{ within tho limiLs of ilM 
i .-/1111'111,,1 I'l'olllldil ,II, 

I
' The amoull l or tlte IcvicK 1I1It! Lhu lllodo or PIIYI\IIlIlL IIIl1t l,llCl 

funcLionillU or lite NaLionnl JllvI'lIl.lIInllt FIllld alilL tJw Naliollu1 
Fund for Employmcnt SLubiliLy shall he 1ll'CSC1'ilJcd 'by l'c~uJuliot\8, 

.J.. The aduul income or lhe employecs of a. 8clf·mnnnged 
\lI\oC'rl:lking sh:.11 comprisc-
(a) lhe l'emllll(,,';\lioll of Lho lIon-permanenL omployecs i inter alia , 

lhn wagcs ;lIld wagc lJcllefiLs }Juiu to such employees under 
social h~gi~l:tlion; 

(b) the hnsic ,'effinncration or the permancnL employccs, fixed 
by I,hc sll l"' J'vi ~;oI'Y aulhoJ'ily, fOl' each post. and on the husis ' 
or minillllll lJ Jll 'OdllCtivily slandul'ds; 

(c) 0111 pill 1101l 1lse1l ~r:Hllell to pcnnallenL cmployecs aecol'ding 
10 Olllplll rot" each p!lsL lIud eaell gl'OUp of workcl's, These 
bOIlIlSI:~ ~l,:t ll be (ixlJd I,y Ilti! OIH1wging commiLLce unu !olwll 
IH: IIPP,'oll ,.1 Jly LllI: slJ(llll'visOJ'Y authorily. 'J'JIIlY shull ho 
I,aid 1":/'i'I ,I ;eally lIc/;unlillg as lhe actllal ~IIIJl\lt. or Lhe em· 
pll)Y' ~ I !s ,\ .:el;.J s lite llIiJlirnutn slnndal'l.ls proviueu rur in 
!'I a li S' ! (I, ) ,"III VI!_ 

TIll! b, ,:,,;,: I't ' lIll1l1cmtioll lUII1 output honlls<!s shall h() paid 
ill clIsh 0 1' ill I\illtl. ill the fOl 'm of IlfOtlucls of the snlf'l1lllllllg-cd 
1IIIII,!l'lal, illg, 1111: vulllc of which shall Lc cnlculaLeu accordillg 
I I) Itwl''''-l I'l'il:l!s , Tlae lootle of paymcnt. shall he pl'l!scl'ibetl 
by tl\l: ' "" lIa:;illg enllllTliUce with Lhe aSllent of Lho directol'. 

'rill ' -a llll ' rll ll's a~ I'l' gilrd~ laxa~on shull apply Lo Lhe 
I, a~ i,: n'I IIII III!I' .. llillll alld ulflplll, IHlllllllt$ us to ol'dinal'Y \V(\~CS, 
;I:,d SU i'll )'(:((IIIIII ' l'al iOIl allli "vlI\l~e:i shall I!lIjoy lhl~ ,;UIIII) pl'i. 
\'ill ' ~:I ! S ill law iI ~ II,,: ~ ilid w" ;'; "~; 

(eI) a tJi ,; LJ,j\. lIl :1hle sllI'pllls, '1'1,,: WUI'kf!I'S' eO\llH:il III' (WIIlH'i! 
Hl'l'lit:al l,, ) lIlc wOI'k c l',,' ~~e llcral meetill:'; ~hall decidc JlI'''' :Wl'll 
lUll ' , II w ; i,; Lo he d i .~ 11 If"" eli IO~ . 

hI' lillll' Ihny sl" ~ 11I1 ul, 11\1' 1Il I 'I ' lill: ~: : j' " .! IIlh"I' :1I:l i"il; .':: I,r 1111':'1' 
'lillie:; shitll hll CliIISidl:I,, :tll' s 1'111'1 of Il lI' il' 1101'1111111 11 1111':; uf WillI. , l lld 
:hall IIIl 1'.:IIIUIIl'l'lIluti 1I:1 slI, ' ll, 

27. Mll lldHlI'H uf 1111' "llIlVI' hl"li, ! ~: ;,h,1I1 \.! \.!I ('.i:w Lhc f.ll wii ,lIts 
"111 "II ~;( I'd III I 11m II ollly dlll'illg 1111:111 illg:: of I h" IJ(Hlill~ of whi t,,, 1,1lt! Y 
Hn IIIIHIIIII')'S, I\lId Hindi lluL eXI!I'f:i:1l! silch rllllct.iollS Olllt;idl! 1I11! 
liLlillg~ of IllI! !Iai" /,ndi es lllde~:; 1I11:y I\I'I~ e xpl'c:;s ly ol'd'.~I','d lo till 
\II Ly tIll' hOlly of which 1,lI ey III'C IIICIIIIJ"I'l', 

211. /\IIY 1'(!I'SOII who lillll\Vill ,~ ly illl"l'flw($ wiLli th l! rll!ldi()lIill~ 
of n managing conllnitlcc tlbllll lll! ji"bl.l lo a tlll'lIl of illlJlI'isolllncnL 
ur not less than one allel not In(lI'I! l.illlfl Ii\'u )'l!lIrs 01' 10 It finc of 
1.000 lo 10,000 f!'alles, 01' Lo both pp.ll all iI'S, 

'29. The pl'Ovisiolls of thi~ \)(\('1 '1:0 shall I III I'X nl\ lIl,lIl'Y UII 
rl'OOl tlao da\.e or it.s pllhlicntillll, (HI" "hull Lake {ltH olfl!l'L witlain 
n prJ'ioa Jlot execeuing ono ),CtH', 

30. Tlai!! Decl'cc stHIII nullify nil 1,,'ovir, iulI!I to Lhe cont.rary 

In. The moues or n},plicaLion or lhis Decrce shall Le stipuJutccJ 
in cit'culars i~sucd by tho PJ'csiJcnl of Llic HC}luhlie, 

32. The Minister of Justicc, the 1\finisler or t.he Interior, 
the ~Iinirilcl' of NuLional Ddl!IlCe, the Miuislm' of .Finance, the 
"inistC'/' or Agriculturc and Agl'LlI'ian Ha;fol'ln, the ~1inistcr or Indus· 
tl'ialisaLion nnu Power anu Llle ~lilli;, le r of LaLollr and Social 
AfTaia's shall he l'('~ponsll)le, ench in su fal' as he i:i conccmcu, 
{Ol' the t1pplicnt.ion or tltis »ccrcc, ",hi .," shaH Le puJ,lishc,1 in lhe 
Officinl (~azcLtc or Lhe Dcmocl'alic and 1) lIpular Hcpublic uf ,\I~eMa . 

(ll) J)l' t: I: '~C No. 6:f-9B, 10 Itl 'I\r- l , .. ill\~ l'Ule:s 'for tIlC dish'ilmli011 
or lit.; ill"\lIIIt'. uf Ilclf'1I1111lllgl'lf 1II1,lcl'laki.,g,;. DIlLeu 23 Mnrdl 1903. 
(J()lIl'IIa/ O/licicl, 29 M:lI'r.h 19(i:J, No. 17, }t , :100.) 

I. Thl~ annllul income of cvery licl(-rnallfli-rr ,l ulHlcrlakillg" 
~hall Ill: cqual Lo Lllo ollllunl producl iull of lI,e undcrtaking, i,c. 
U\l: IHun tOlJll of the goous o lit I SCf"j( ;es )ll'Odllccd or slIppli(',1 by 
lll(, \lIl1l c d it I, ill~ in au)' gi Vt'n )'l' :J I' , It:,iS 0 vedlt' a.1 ch:IlT"!'; () th r.r 
1,!Jall tlJC WtJl'kCl'3' I'CIIIllIlCI';\tion. 

The muue or calculoLing ancl the I'l l II ' S fol' i1s~cssil1g Lhc ahovo 
, incume shall 1)e fixed by l'\!gulaliolls, 

I 2. TIll! 11I1I1l1tl1 illcollle tlllls asrl' I'l., illCII sh;dl 1'1: di" i, !cII inlo 
two )lJ'iucipnl gl'oup:;-
t' lIl1l rill lllio llS lo 1hc lInl,ioll al CI)JJIIIIIIll ; : .\' ; 

the illC01I1C IH!cl'uing to thl! W OI·kl'I'S d rhe S;:> !f-1I1 :1iJ:, g (!d urftkl" 
La)cillg', 

, 



Tho IIOU/lI:il IIIH:" I; !!I it/I: 10 d,'d l! I;1 illlllllilils fI"ll 1:1 11:1: ,1111)"(, 

:,;Cl'ldl1~ fill' 1I',III!'!fl; I' lo ·-

111i: ill\,I '~ IIIII!IIL I'l1l1d llf tlw SPIr·lil:III:\ ;.; I,d 11!l(kl"! :d, ill;";j 

IIt :l I;(,('ial (1I11d of lito 8~1f · /lIaIl0l:;I ! tl \l11l1('r:'dii!l~ (liI.lll:-ill:';, ed\ll;a­
lillll:.1 l'quip'IIP'iI, 1"islIll', IlI'idlll. 111111.11 ;.1 JlI'o\'id,!IIL SOCil't.v, 
('II/l [,.iIJ\l (.ill/l!l tl' 1;0 1111 1111 1I:t/, Lr.ldl! u"iull UI' cO'opcmlivu 
fUllds, dc,); 

(111)' otill!r "I'SCI've (II' 01.111'1' flllld whidl iL IJl:IY deem nuc!'s:;:\I'Y, 

Tltc Iwlallcc of SII(:/I Slll'I"II~ shall he !-i llal'('d oliL 'It Lhe (!IIII 
of 1I1l' Ii II ull<:ial ycm' hl!LwCl'lI all I hI! 1II1'I11111:/,5 or I hn wurker,;' 
genel'lll meeting, in pro pod iOIl lo tlt .: i I' hit :, il: /'''/11 11 1IC!I'al ion, pJ liS 
lilly ollLput. bonll~es gl'allled 10 IllCll liJl'1'S IIf lht) Hai" IIlI!ct i116: 

Provided thaL Lhe \\'orkel's' )!I'll!'l'al IIlI !I '! illg IlIlIy, w)Jure 
uPJll'o)ll'ialc und on a I'I'C(J/tl/lwlldnl illn f1'(l11l thl: 1llllllili!illg COIll­
miLlee, Ileduct n cei'lain :1I001lnt [/'Onl I III! allln'll :i1lrplu:; I."fm'e il s 
disll'ihulioll, to he }I.tid 10 Lito lIil'I' I: I\lI' HI. II mcmhel's or I,he III:\/la;.:illg 

('Olllillil [l't! IIy way uf hOI/li S rIll' Ifl,oil 1 : 1:J/l"~',t:IIII.' I1I " 
Jf 1111) IiI/:ul(;i:t\ Cil'l:ulll sLalll'1!1I of Illl~ :>elr"n:IIl:lgcl! 1I11d('l'Iakill~ 

art! )'csll '; ckd, thc d;l'ccll)j' rll ily "(:(;;111: I.IlaL the ;.\lIlOunis puyahlc 
to lhe 1I1('IIII)Cl'S of lite \\,o/,kc/'s' ~clle; /'al mcclillg shnll he paid iuto 
n fUlld fOJ'milig paJ'L of IJII : lIodl 'j'Llll(ill ;i's 'l:-iscl$ ulllil jl.~ fillancia) 

, ~iLllntion cllaLks such 11/111)11111.:; to l,e !,,,id 10 lIlC Jn~JIIh{,I's, Surh 
I'ItYII\('JlL Lo t.ltn lIlerrllJ(!I'$ ~: "all ;11 IIv l:" "t; Iw pertllilled Lo i/\ (: J'c!<!:sc 
the debls of lilc scl(·malla~:ed 1111d cl'I •• i.ill~~ LO\\,:tl'lls Lllil'd pal'lil~ s. 

5. ) r Lite Olllltla) illl'OIl1\' of II", s': lf·mann~~('d lInrlCl'takin~ 
i~ /IoL sufficient to crH,hl rJ il Lo di "rll:\l'gc it, (.hlig-rdiull:> tllwnl'lls 
thc worke'J's and lite I1ulif," .cl rOIlIlIIlIII;ly, a" dl'flllC!d in s(!cliullS :\ 
:I"d Ii al,ove, IIII' /II:llIll!!;II " r'(JIII/llial'l.! ~.II: dlllnd (; l'Iakl! I hI'! /lcce,,:,{I/'Y 
lillallr:i:d l'I' h,d, ;lilaliollllll lilt! advi cc nr lite.: din!cI,)f'. Tlte Jll'v).loscd 
HtI!:tSllj" ", s ll~dl I,.: :;1rJ,lIlilll~d III lJ,., '\' l,r kcn' (:ollllcil alii! Ibe work. 
( ' J':;' I:"I1I ' I':d 111/"1'1 ill!;, 

(.. Till! dil'l :('(ol' ~ 11:t11 Ill! I C'; I'UII:i l,J" (,I' CII::III:J)~ thaL Ihe 
fc,Jlllwing Ctlllll':lIlY 0101:111111'111:; :I1 'e 011';1\\ II 11(1 rul' lilt:' pllI'jlOSr." of I hitl 
'I"I'I"'I!, ill "dditio/1 III 11,(, (",It"" :l l l'lIl,oIl:,J) ,;y dO('IIHlCIlI" l'l" l"ir.!d 
II)' law: lIll .. \/11111:.1 01' !'l'a ::Ij/lal pl'Ildlll'lioll ;l1,d /llul'kt'lir,g ]11'11' 

gl'alllllll'; all :.tllllllal <lI ' (:Olllllo[ w(I/,kiug "tI :.18 alld PI'U\'j"junai Ilal;\/I'~l' 
:,11('1'[. ; all irlV1!!, lllll'lll i'I'() .!jl · ~I II1JI1I !; a I.,~,II! oC lh.: 1"lslc l'(!/llIlltl:I'a­
Ii (,11 lind hUJlllses pa)'aLl~ for cadI I"j ~ l. 

7. Tlto :.lce,oun[s nt [Ire rod of lh(~ linallei:!l yt::.tl' skdl illdlHll" 
ill IIddit iOIl Iv I hl' balalll;c sl lcd. lite Ili'I :I':'::,<lI'Y :1l:l'Ollill:; fOl' II;,: 
applicatioll of srclit)lI~ 1, :~ '11lIJ ~ ;d)()y,:, 

U. The D.Jlrl\l:d illl'Olll" of ~ . Ir'/l ', ,/l;,~,'d 1II"lt'rl:tl,ing,; slt~,lj 
he silbiect lo I.IIC' La x vII ilJlhll;Lr-i.a1 (II · ('O IlIIl](;I'('i"I nl'()(;l.~, OJ' Ihr 

I ~U :I-'\I .. , I 11 --- . ., .. . 

lax. I.!\'il,t!oll I',',"il:t 11'1/111 1l1~l'illlllllll 'l" IIl1duI'lhhilll:r' III '" :I'lItdlllll'I' 
w;[Ia 111I! I, '~' i ~ licli\ll/ " ·:' I'II.;lillg I ~I IIII"'IIIIIV"H: 

1'I'I)\'iJI:d I hilL 11.1 . rullllwillJ{ lillllll 111 : 11'1:111,,01. 1111 I'WI!.!: ",!tida 
11111'1 hi! llt-dudl;cl: 
I'1\~;III1'" ls (.(1 111l! IIlllion,,) CIIIIlIIllllJity, Hoi. "lit III /jlmlillil :I 1I11f)\'l!j 

the husill l'CllIlIllCl'alivlI UIHI output LUIIW!OH uf JJOI' lllllllflltl. W.,I'I"'I"II; 

Lho I '(~llllmcrnl .ion or J10Jl-pel'nlUltOnt worl<crs, "tlcr (Ilia. tiro wages 
IUld wage 11IIIIil,;OJlS puid to such wOJ'kel'!! .... Jor lIociul lt1gilllu-
1 illll. 

9, A 1I11'IIIIIcl' of tho wOI'kel's' ~cnr.I'uJ meeLiug who lCl\vCII 
1\ sclf·mnll:Wl'r1 \l1)(\crl.akinl{ rOl' Illly rl!llllOll WhllLsol)vCI' shall noL 
bl! clllilled '(0 LIlly SIIUI'O in 1"" illVI!sl.lIIl'IIL runtl l l,ho social hind, 
tho fjlllll !(; jul "iril.ing rllJld l IIlId LlIlII'I)I;J!I'VO fllllllll or the undertaking, 

11,' sllllll I,I! IIntillcd pro 1'(//" tCIIIJlorit lo n shnro in distribution 
. Iir I.lw HeL i II ('.CI II II!, \I(,II!!!H 110 WM ,litllniHllod l!'Om tho undcrtnking 

(01' ~;I'a VI} lI1'gligl!llcC (II' lIlis(lonliuct. 

I )0. Tho l\lini :,1cr of Ju~lic(l, tho ~lillit;lcl' or" t.he InLel,jor. 
Lhe 1\linislcl' or NUlionul Dcf(!llctl, Lhe Milli~Lcr of Fillaneo, tho 
~rjlljslel' of J\g/'ir..ulLllI'e llnd Agrarinn BeCorm, the Minis/.er or 
COlllllll!I'Ce, tho Milli~ter or InullsLl'ialisnLion and Power und tho 
?I:!li "lel' or Laboul' UHU Social Affail's shall ho rcsponlliblo, ouch 
ill SII (ai' as he j~ I'IJ11(:crncd, for tho npplicntion oC this Dcerco, 
which shall bc pubJi ::hed · in tho Ollicinl GazoLLe of the DcmOC1'utic 
auu Porulal' Hepu lJlic of AI~el'ia, 

, 



Appendix 2 PRODUCTION IN TONNES OF CMB 

Sector TINS & CANS DIVERSE DRUMS GAS CYLINDERS TOTAL 
-------

Year 

1970 4005 3700 6362 14,067 

1971 5849 3691 5586 15,126 

1972 5567 3745 1459 12,093 

1973 7187 4161 2067 3443 16,858 

1974 6410 3784 2145 3846 16,185 

1975 7504 4215 2672 5763 20,154 

1976 8306 4632 2615 3818 19,371 

1977 12042 7544 1414 3721 24,721 

1978 11767 7783 2148 5099 26,796 

1979 12299 8698 2666 7033 30,696 

1980 11640 11430 1433 5138 28,731 



APPENDIX 3 - ORGANISATION CHART 
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Appendix 4 CATEGORIES OF PERSONNEL IN CMB 

Category 

Lower Levels 

Medium Levels 

Higher Levels 

01 Ordinary worker 

02 Specialised wo rke r 

03 Specialised wo rke r 1st degree 

04 Specialised worker 2nd degree 

05 Qualified worker 

06 Professional wo rker 1st degree 

07 Professional worker 2nd degree 

08 Professional worker 3 rd deg ree 

09 Highly qualified worker 

10 Foreman 

11 Foreman 1st degree 

12 Foreman 2nd degree 

13 Workshop supervisor 

14A-B-C 

15A-B 

16 
Superior technicians, executives, 
engineers 

17-18 



E M B - C E M - K 0 U B A 

Service Central du Personuel 

Cellule Centrale Em~loi Formation 

et Etudes. 

Koub.l 10 I) Aout 1983 

NOT E D'l N FOR MAT IO N ------------------

9bjet: Stage d'Information 

Nous informons l' ensemble des res~)on.3 , .b:"cs , que )tr. BOUGAT1.A Omflr 

Boursier du Minist e re des Transports et de 1 .' .I.' ~c~:~ at preparant Ie 

diplome de Doctorat en Gestion (Management) en j~n. :leterre; effectuer;' 

une visite d'informmtion au sein de notre Unit 6 , compter du 14/0~/ 1 9~3 . 

Duree : 02 Semaines . 

Nous invitons tous les Respo~s ~bles. ~cn~re les dispositions 

necessaires pour Ie bon deroulernent de ce st" .Ce . 

Destin&t a ire'y 

Toutes structures S/D . FBF 

seEF 

- Gestion du Personnel 

- ATU 

?~~i~format~0!Y 

- K/DU Mr.BOUCHAIB 

- K/SCP Mr . TIDADINI 

f 

\ -

E' ET'UDI:;G. 

I • ./ 

/,.-- ./ " , 
I " 

~,: .;r' 



E.M.B - C.E.H - K 0 U B A 

SERVICE CENTRAL DU PERSONNEL 

CELLULE CENl'RALE EMPLOI-lORMATION 
ET ETUDES 

OBJET __ J - ENQUETE SOCIOLOGIQUE 

Nou~ vous inforrnons que Mr BOUGARA Orner Etudi~nt en SocioloGie 

lndustrielle et priparhnt un Doetoret en Gestion {M~n ~ewent~ en 

ANGLETtRRE, effectuera une enqufte sociologique sous fo~oc ~e 

questionnaire, a 1.: sein de notre unite a compter du . 23/0~;/1984. 

Nous tenons a vous rappeler que Mr BOUGARA Omar av~.it d~j:" effectue 

une pre-enquete de 02 semaines (du 14 au 29 Aout 1983) L~ K/DU. 

Nous comptons sur votre collaboration, ppur le bon dhroulcnent de 

cette enquete. 

DESTINATAlnES / -_._--_.----
- Toutes S/Direetions 
- Tous Sees Centraux 
- Tous Gees et Ateliers 

POUR __ .1_NJ'9;Q·1hT}.9NS / 

- K/DU - HR MhZARI 
- K/SCP - l-1R TIDADINI 
- A. T. U - C. P.i. 

SALUT ;.TIONS • 

CELLULE CENTRALE EMPLOI-FOrJiATION 
ET ETUDES .. ---------



Appendix 7 

Preliminary Questionnaire 



Anglian Regional Management Centre 

Monsieur le Directeur General. 

DuncanHO~ 
High Street

se II. 
Stratford 
london E15 2JB 
01-5907722 

Je suis stagiaire du Ministere des Transports actuellement engage dans 

une these de P.H.D. dans Ie centre mentionne ci-dessus et qui fait partie 

de North East London Polytechnic (Grande Bretagne); un des objectifs de 

cette these est d'analyser la theorie et pratique de la gestion socialiste 

des entreprises dans les organismes industriels. 

II ne fait aucu~ doute que notre modele fait l'objet d'une grande attention 

dans le monde occidental et plus particulierement en Grande-Bretagne ou il 

y a des efforts constants a l'effet de developper une "democratie industrielle: 

Dans Ie but de mener a bien cette recherche, je vous serais reconnaisant 8i 

vous pourriez completer ce questionnaire prelimin.i~, qui a ete envoye a 
la plupart des entreprises concernees, et me Ie renvoyer Ie plus rapidement 

possible a mon adresse d'Alger (11, avenue Imam Chafai - EL MOURADIA - ALGER). 
, ~ 

Je puis vous assurer que toute information sera traitee d'une maniere 

confidentielle. 
; 

'. 

" , Veuillez agreer, Monsieur Ie Directeur General, l'expression de ma haute 

consideration. 



QUE S T ION N A IRE 

Ie~e PARTIE - INFORMATIONS GENERALES 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

2.- En quelle annee avez-vou~ applique la ge~tion ~ociali4te d~~ en~~­
p~i~e~ dan~ vot~e en~ep~i4e ? 

· . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
3.- Pou~~iez-vou~ mt 6ai~e p~veni~ un o~ganig~amme ou dan4 le Ca4 

con~ai~e pou~~iez-vou~ mt 6ai~e un 4chema~ de vo~~ o~g4ni44tion.? 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

4.- Quel e~t le deg~e dt ~otation de vo~e m4in-d'o~uv~t d~ p~e6e~tnct 
~elon le g~ade (pa~ txemplt c4d~e4, ouv~i~~ 4peciali4e ttc ••• J 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • .• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 1 • 

5.- Nomb~t de P.P.G. d~ vot~e ~n~ep~i4e depui4 4a c~eation 1 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

6.- Pou~~itZ-VOU4 m'indique~ le nomb~e d'~mploye4 ou 4t4gi4i~~4 4etu~l­
lement en 6o~mation au~~i b~en a l'inte~itu~ du paY4 qu'a ltt~angt~? 

1974 

1979 

1980 

· • •••••••••••••• 

· • •••••••••••••• 

: . . . . . . . . . . . . . . . 

• •• 1 ••• 



7.- Pou~~~~z-vou~ m'~nd~qu~~ pou~ le~ ~x~~c~ce4 4u~v~nt~4 f 

7974 7979 

- L~ ch~66~e d'~66~~~e 

- Le4 6~~~4 de pe~~onnel 

- C~p~t~l 

- Re~ultat avant taxat~on 
- Pou~c~nt~g~ du ~e~ultat 
d~~~~bue ~ux ~~va~lleu~ 

I 

- POUAeent4ge mi4 en ~l4t~Vl' 

8.- E~t-ce qu~ vou~ acco~d~z a V04 employe~ de4 6~c~l~te4 
~tl~g~tu4~~ f 

OU1 •••••••••••••• 
NON •••••••••••••• 
AUTRE •••••••••••• 

2.-

7980 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

• . • I • • • 



• 
10.- Pourriez-vou8 completer le tab1p.8u ci-dessous ? 

- - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -! - - - - - T - - -! - - - - - - - - - -! Ni~e-
- - - - - - - - - - - - !, ~ de I' ef- E ffec- Montant des bl§ntHi-, moy8

1 Nom et localisation rl'unit6s ! Degra de rotation de Activite !Type de.techno-;fectif Syn{tifs ; ces distribues ,d'eb 

(siege inc1us) 1a main d'oeuvre : 1091e idicalise! '1974 : 1919 I 1980 !t6is
' (1) 

I 
I 
I 
I 

I 
I I 
I I 
I I 
I I , , 
I , 
I I 
I I 
I I 
I I -----------....!....--------..:...--_____________ ""'-___ -'-_--L-----L- 1_1 

(1) Dans Ie cas ou vous ne disposez pas de ce renseignement par unite, indiquez Ie pour l'ensemble de 1'entreprise. 
• 

c· .. 



2eme PARTIE INFORMATIONS SPECIFIQUES 

1 A vo~e av~~ depu~~ l'~mptantat~on de la G.S.E. dan~ vo~e 
en~ep~~~t pen~ez-vou~ qu'~t y a de~ domaine~ qu~ ont en~eg~~~e 
de~ p~og~e~ ~~gn~6~cat~6~. 

Pou~~~ez-vou~ m'~nd~quez te~quel~ ? 

· . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
· . . . . . . . . . . · . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

2.- Van~ te ca~ con~a~~e 
de~ p~obleme~ et pou~ 

quet~ ~ont le~ doma~ne~ 

quetle ~a~~on ? 

qu~ ont ~tncon~e 

3.-

4.-

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
· . . . . . . . . . . • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
· . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

Quel e~t t'etat 
i'a~~emblee de~ 

dt~ ~elation~ en~e 
~availieu~~ ? 

ie con~eil de di~ection 

· . . . . . . . . . . • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

En pen~ant a d'au~e~ 
qu~ ont eu ie ptu~ de 
te~ ptu~ m~quant~.? 

en~ep~~~e~ pou~~iez-vou~ m'en citt~ einq 
~ucce~ et quel~ ~ont a vo~e av~~ le~ p~og~e~ 

R A 1 s o N s 
. . . . . . . . . . . . . . . . . . . . . 

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • · . . . . . . . . . . • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 

5. Au~~ez-vou~ quelque cho~e a ~ajoute~ ~t qui vou~ p~a~t impo~tant f 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 



; 

Appendix 8 

Entreprise Level Questionnaire 



, 

[ GENERAL 

1. En quelle annee votre entreprise a ete creee ou constituee? 

2. En quelle annee votre unite a ete creee? 

3. Quel est Ie nombre d'unites constituant votre entreprise? 

4. En quelle annee avez-vous applique la gestion socialiste des entreprises? 

5. Quel genre de technologie utilisez-vous? 

6. Combien d'heures par semaine votre companie est en operation? 

7. Est-ce que vous operez un systeme d'equipes? 

Oui 

8. Si (oui) sur quelle base? 

9. Quel est Ie nombre de produits? 

10. Quel est Ie niveau de syndicalisation en pourcentage? 

groupe I 

groupe II 

groupe III 

Non 

11. Nombre de representants dans l'assemblee des travailleurs de l'unite? 

groupe I 

Groupe II 

Groupe III 



12. Nombre de representants dans l'assembl~e des travailleurs de l'entreprise? 

groupe I 

groupe II 

groupe III 

13. Nombre de reunions tenues par l'assemblee des travailleurs de l'unite? 

1980 1981 1982 1983 

ordinaires 

ext:,aordinaires 

14. Nombre de reunions tenues par l'assemblee des travailleurs de l'entreprise? 

ordinaires 

extraordinaires 

15. Nombre d'employes? 

temps plein 

temporaires 

16. Turnover en pourcentage? 

groupe I 

groupe II 

groupe 11I 

1980 

groupe I 

17. Taux d'absenteisme en pourcentage? 

groupe I 

groupe II 

groupe III 

18. Avez-vous un orgenigramme? 

Oui 

c=:J 

1981 1982 1983 

groupe II groupe III 

Non 



19. Personnes detenant une copie de l'organigramme? 

Directeur general 

Chefs de departement 

A T U 

Autres (specifier) 

20. Avez-vous des brochures ou manuels d'information se rap~ortant a votre 
entreprise? 

Oui Non 

21. Si vous avez repondu (oui) a la question precedente sont-ils distribues 

Occasionellement pour des evenements particuliers 

Seulement pour les nouveaux venus 

22. Nombre de personnes en formation? 

groupe I groupe II groupe III 

au niveau de l'entreprise 

a I'exterieur 

23. Est-ce que votre entreprise decide sur les niveaux d'investissements? 

Oui Non 

~ 

24. Si vous avez repondu (Non) a la question precedenrequi prend la decision? 

25. Est-ce que vous decidez sur Ie niveau des prix? 

Oui Non 

~ 

26. Si vous avez repondu (non) a la question precedente qui prend la decision? 

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



27. Quel est/sont vos objectifs? (Pas plus de trois (3)) 

28. Volume de 

1980 

1981 

1982 

production totale? 

29. Capacite de production? 

1980 

1981 

1982 

30. Pourriez-vous m'indiquer ~ quel niveau se situe 

1980 1981 

- Ie chiffre d'affaire 

- Resu1tat d'exploitation 

- Frais de personnel 

- Capital 

- Montant des profits distribues 

- Valeur ajoutee 

1982 



Appendix 9 

Final Questionnaire at Unit Level 



1. 

Veuillez mettre un X dans la case correspondante 

1. Quel est votre age? 1 

24 ans ou moins c::J I 

25 - 34 c::J 2 

35 - 44 c:::J 3 

45 ans ou plus c::J 4 

2. Sexe? 2 M F 

c::::J c::::J 
I 2 

3. Quel est votre titre et ~chelon? D~crivez votre travail SVP. 3 

4. Depuis combien d'annees travaillez-vous dans cette entreprise? 

4 

Moins d' 
, 

c:::J 1 I annee 

'" 1 - 3 annees c::::J 2 

4 - 10 ans c:::::J 3 

11 ans ou plus c:=J 4 

5. Ou avez vous travaille precedement? 

- - - - - - - - - - - - - - - - - - - 5 

6. Etes-vous adherent a un syndicat? 

7. 

Oui 

c:::::J 
I 

Non 

Si vous avez repondu oui a (6) pourquoi y avez-vous adher~? 

- pour avoir 1a possibilit~ d'etre elu ~ l' A.T./A.T.U. 

7 

c:::J 1 

- Pour beneficier des diff~rents avantages que Ie syndicat procurec:::J 2 



-, 

Pour ameliorer mes connaissances 

Pour faire profiter les autres de mes connaissances 

- Autres (sp~cifier) - - - - - -

8. Quel niveau d'etudes avez-vous atteint? 

8 

Ecole primaire 

- Ecole secondaire 

- Institut 

- Universite ou equivalent 

- Autres (specifier) 

9. Actuellement etes-vousen train d'etudier pour une qualification? 

Oui Non 

9 

1 o 

c::::J 3 

c::J 4 

5 

c::::J 1 

c::J 2 

c::::J 3 

c::::J 4 

5 

10. Si (oui) est-ce-que vous Ie faites avec la companie ou exterieurement? 

Inte Exter 

10 

1 2 

11. A quel niveau hierarchique avez-vous debute dans cette companie? 

12. Pourriez-vous me nommer Ie nombre d'unites composant votre entreprise 
et me preciser la nature de leur production? 

Oui Non 

12 c:::J 
1 o 

13. Avez-vous la possibilite de consulter le rapport annuel? 

Oui Non 

13 

1 o 

2. 



14. Vous est-il arrive de consulter l'organigramme de votre companie? 

Qui 

1 

15. Pensez-vous que l'introduction de la G.S.E. vous a permis 
mieux savoir ce qui ce passe dans votre entreprise? 

Qui 

15 c:::J 
1 

Non 

c::::J 
Q 

de 

Non 

c::::J 
Q 

16. Y-a-t.' il en general une amelioration par rapport a la periode pre-GSE? 

a. b. c. d. 

tr~s grande bonne amelioration dans aucun 

3. 

e. 

amelioration amelioration certains domaines changement Regression 
seulement 

16 c:J c::J c::J c:::::J c::::::l 

1 2 3 4 5 

, 

17. Si vous avez repondu ( c ) a la question precedente pouvez -vous me citer 
les domaines qui ont connu une amelioration particuliere par ordre 
d'importance? (Pas plus de 4 domaines) 

.. . 
18. Est-ce que vous savez dans quelle me sure votre travail est relie a 

1 'ensemble 
18 

Qui 
... 

fait c::J tout a 1 

Qui a·ssez informe c:::J 2 

Non c::::::J 3 

19. Si vous avez repondu (non) a la question precedente. est-ce-que vous 
auriez voulu savoir)? 

Qui 

19 c:::J 
1 

Non 

Q 



• 

20. Vous est-il arrive d'assister aux meetings de l'assemblee des 
travailleurs bien que n'etant pas membre? 

Qui Non 

1 

21. Lorsque vous avez des problemes dans Ie cadre de. votre travail 
quel est votre premier contact? 

, 
Votre superieur 

Vos coll egues 

Un membre de L'A.T./A.T.U. 

Autres (specifier) 

21 

c=J 1 

c=J 2 

c=J 3 

c=J 4 

o 

22. Lorsque vous avez des problemes d'ordre personel qui contactez-vous 
generalement dans l'entreprise? 

Collegues 

Superieur 

Per sonne 

Autres (specifier) 

23. La derniere fois que vous avez soumis 
representant syndical quelle en etait 

Probleme social 

Salaire 

Promotion 

Autres (specifier) 

24. Avez-vous re~u une reponse? 

25. Etait-elle? 

favorable 

defavorable 

une reclamation 
la nature? 

22 

c=J 1 

c=l 2 

c::J 3 

c::::J 4 

~ 

a votre 

23 

c:::::J 1 

c:::::J 2 

c::::J 3 

c:::J 4 

Qui Non 

24 c:J 
1 Q 

25 
c:::J 1 

c:::::J 2 

4. 



26. En general d'apres votre experience et celIe des autres est-ce-qu'il 
y a eu dans Ie passe des reponses favorables? 

souvent 

25 

rarement 

c=::J 
2 

pas du tout 

c::J 
I 

27. Est-ce que vous etes prevenus des ralnions des differentes commissions 
de la G.S.E.? 

27 

tres bien prevenus 

assez bien prevenus 

Prevenus parfois 

Pas du tout prevenus 

28. Est-ce-que Ie compte rendu des discussions qui-ont eu lieu est publie 
(sous forme de minutes ou autre)? 

Oui 

c::J 
1 

Non 

29. Si (oui) a la question precedente consultez-vous Ie compte rendu? 

tres souvent 

29 c::) 
1 

souvent parfois 

c=J 
3 

rarement 

c::J 
4 

jamais 

c::J 
5 

30. Est-ce-que vous detenez toutes les informations necessaires a 
l'accomplissement de votre travail? 

Oui Non 

30 c=J 
1 

31. Lorsque des changements interviennent dans votre travail, votre (vos) 
superieurs vous en donnent-ils les raisons? 

tres souvent souvent parfois rarement jamais 

31 c::J c:J c=J c=J 
1 2 3 4 

5. 

32. Lorsque vous assistez a des 
de votre unite (entreprise) 

reunions vous informant 
etes-vous d'accord avec 

sur les performances 
ce qui est dit? 

tres souvent souvent 

32 c:::::J c:J 
1 2 

parfois 

c::::J 
3 

rarement 

c:::::J 
4 

jamais 

c::::J 
5 



33. Est-ce-que vous pensez que les possibilites de promotion dans cette 
entreprise sont: 

6. 

excellentes bonnes assez bonnes mauvaises tres 
mauvaises 

33 

I 2 3 4 5 

[ 
*C~d~;;-et membre duo CDU t pour autres 

a la question (51) SvP 
categories veuillez poursuiv~ 

34. Pouvrez-vous me preciser en moins de cinq (5) lignes quel est l'avantage 
d'avoir une bonne communication au sein de l'entreprise 

35. Est-ce-que des manuels d'information concernant l'entreprise (unite) 
sont distribue a 

35 
aucun employe c:::::J 4 

quelques employes L:::) 3 

Beaucoup d'employes c:::J 2 

Tous les employes c=J 1 

36. Combien d'interet donnez vous aux reunions des differents organes 
de participation de Ia G.S.E.? 

, 
Beaucoup d'interet assez d'interet aucun interet 

35 c:J 
1 

c::J 
3 

37. Pensez-vous que Ie flot de communication entre vous et les autres 
unites constituant votre entreprise est bon? 

37 
Qui 

c:::) 
1 

Non 

c:::J 
Q 

38. Si vous avez repondu~J (non) a Ia question precedente quels sont selon 
vous les domaines qui peuvent etre ameliores? 



39. Pensez-vous que Ie flot de communication entre vous et la direction 
generale est bon? 

~ui Non 

39 
1 0 

40. Si vous avez repondu (non) a la question precedente quels snnt selon 
vous les domaines qui peuvent etre ameliores? 

41. Est-ce-que vous savez exactement ce que la tutelle attend en general de 
votre entreprise/unite? 

7. 

oui tout a fait oui sou vent cela depend rarement pas du tout 

41 c::l 
1 

(=:J 
2 

42. Comment caracterisez-vous les relations entre la tutelle et votre 
entreprise/unite dans Ie domaine de la communication? 

~ 

excellentes bonnes assez bonnes mauvaises tres mauvaises 

42 
1 2 

c::J 
3 4 5 

43. Pensez-vous que les representants des travailleurs ont les connaissances 

et competences necessaires pour gerer durant les differentes reunions 
que vous tenez? 

Oui 

43 c::::J 
1 

Non 

C:=l 
o 

44. Si vous avez repondu (non) a la question precedente quels sont en 
general les domaines ou vous ~onsiderez qu'une amelioration serait 
souhaitable dans Ie future? 

45. Considerez-vous que les possibilites de promotion dans cette entreprise 
sont: 

tres bonnes bonnes assez bonnes mauvaises tres mauvaises 

45 

1 2 3 4 5 



46. Lorsque vous communiquez avec vos collegues et en particulier les 
echelons inferieurs est-ce que vous utilisez des memos, messages, etc: 

souvent parfois jamais 

46 
1 2 3 

47. Avez-vous des difficutes pour collecter les informations necessaires a 
l'accomplissement de votre tache? 

8. 

tres souvent assez souvent parfois rarement pas du tout 

47 c= 
1 2 3 4 5 

48. Pensez-vous qu' il y a as~z de contac'S horizontalements (les differents 
departements n'hesitent pas a echanger des informations) 

Oui 

48 

Non 

c:=J 
o 

49. Quels sont les domaines dont les travailleurs desirent Ie plus d'information? 

50. Pensez-vous que lorsque les travailleurs demandent beaucoup d'information 
cela retarde quelque ~eu leprocessus de decision et de ce fait une 
requction de l'efficacite de l'unite/entreprise en resulte? 

oui tout a fait parfois absolument pas 

50 
1 2 3 



I-:ce~-e -~~~~ion-( 51) a (60) concerne les membres du syndicat seulement, ------, 
! pour non-membres veuillez reprendre Ie questionnaire a la question (61) SVP:-

51. En general est-ce que vou~ pergevez que vous detenez toutes les 
informations necessaires a l'accomplissement de votre tache en ~Rnt que 
representant? 

Oui 
51 

Non 

c:::J 
o 

52. Si vous avez repondu negativement a la question precedente quels sont 1es 
domaines aula direction hesite a fournir des informations? 

52 
Domaine financier c:=l 1 

" social c:::J 2 

Projets futurs concernant l'unite/entreprise c:::J 3 

Domaine de la formation c::::J 4 

Autres (specifier) c::::J 5 

- - - -

53. Dans quelle categorie placez-vous vos relations avec la direction dans Ie 
domaine de la communication? 

9. 

excellentes bonnes assez bonnes mauvaises tres mauvaises 

53 
1 2 3 4 5 

54. En dehors des differentes reunions dans le cadre de la G.S.E. communiquez­
vous informellement avec les representants de la direction? 

t~es souvent souvent parfois rarement jamais 

54 c:::J c::::J c::J 
1 2 3 

55. Quels sont les reclamations que les employes vous referent Ie plus souvent? 

56. Depuis 1 'introduction de la G.S.E. pensez-vous que la competence des 
ouvriers dans les problemes de gestion s'est: 

56 c:::::J 
1 

assez amelioree 

c::::J 
2 

aucun changement 

c::J 
3 

regressee 

c:::::J 
4 



57. Est-ce que vous prenez seulement en compte les informations que vous 
collectez au niveau de l'unite pour faire des propositions a la direction? 

Oui 

57 c:=J 
1 

Non 

c:=J 
o 

58. Si vous avez repondu (non) a la question precedente vous les completez 
avec 

59. En cas de 

58 

la direction generale c:::J 1 

la tutelle c:::J 2 

autres (specifier) - - - - - - - - - -~ 3 

conflit avec la direction est ce qu'il y a arbitration 

de la direction generale 

de la Tutelle 

de la direction generale en consultation 
avec Ia tutelle 

59 

c::J 
c:::J 

1 

2 

60. Pensez-vous que votre companie applique Ies recommendations de 
la tutelle asse~ rapidement? 

60 

Oui Non 

c:::J 
o 

10. 



11. 

Attitudes a l'egard de la participation 

Dans quelle me sure etes-vous d'accord avec les affirmations ci-dessous 
en ce qui concerne l'introduction d'un systeme de gestion parti~ipatif? 

L'introduction de la G.S.E. a eu pour effet d'avoir -

61. Une gestion plus efficace 

Tout a fait Dans une certaine me sure Pas du tout 

61 L:::) c::J c:::'l 
1 2 3 

62. Une plus grande egalisation du pouvoir 

Tout a fait Dans une certaine mesure Pas du tout 

62 c:::J c:::::J c:=:l 
1 2 3 

63. Une amelioration des conditions de travail 

Tout- a fait Dans une certaine mesure Pas du tout 

63 c:=:l c::J c::::J 
1 2 3 

64. Une diminution du pouvoir des hauts echelons 

Tout a fait Dans une certaine me sure Pas du tout 

64 c:::J c:::J c:::J 
1 2 3 

, 
65. Une plus grande securite d'emploi 

Tout a fait Dans une certaine mesure Pas du tout 

65 c:J c:::J c:::J 
1 2 3 

66. Un meilleur flot d'informations au sein de l'entreprise 

Tout a fait Dans une certaine mesure Pas du tout 

66 c::::::> c:::J c:::J 
1 2 '3 

, 
67. Une plus grande satisfaction materielle 

Tout a fait Dans une certaine me sure Pas du tout 

67 c::::J c:::J c:::J 
1 2 3 

~ 



12. 

68. Une plus grande satisfaction morale 

Tout a fait Dans une certaine mesure Pas du tout 

68 c:::J c::J c:J 
1 2 3 

69. Un meilleur climat dans l'entreprise 

Tout a fait Dans une certaine mesure Pas du tout 

69 c:::::J c:::J c:::J 
1 2 3 

, 
70. Rendu les travailleurs plus conscients de leurs responsabilites 

Tout a fait Dans une certaine mesure Pas du tout 

70 c:J c::::::J c::::J 
1 2 3 

71. Rendu les decisions plus acceptables 

Tout a fait Dans une certaine me sure Pas du tout 

71 c:J c:::::::l c:::J 
1 2 3 

72. Perdu un temps 
, 

precieux pour prendre les decisions qui s'imposent 

Tout Ii fait Dans une certaine me sure Pas du tout 

72 c::J c::::J ~ 

1 2 3 

. 
73. Rajoute a Ia 'Bureaucracie' 

Tout a fait Dans une certaine me sure Pas du tout 

73 c:::J c::::J c:::::J 
1 2 3 

74. Meilleur flat de communication au niveau de l'unite/entreprise 

Tout a fait Dans une certaine mesure Pas du tout 

74 c=J c:::J c:::=l 
1 2 3 

75. Ameliore Ia qualite des decisions 

Tout a fait Dans une certaine me sure Pas du tout 

75 c:::J c=J c=J 
1 2 3 



13. 

76. Elimine les conflits graves 

Tout a fait Dans une certainE me sure Pas du tout 

76 

1 

77. Diminue la qualite des decisions car certains employes n10nt pas les 
competences necessaires dans cette unite 

Tout a fait 

77 

Dans une certaine mesure 

c::J 

2 

Pas du tout 



, , . 14. 

Evaluation de la distribution d'influence 

Pour chaque categorie (a) a (f) sur la colonne de gauche, veuillez S.V.P. mettre 
un cercle aut~ur de la reponse qui correspond Ie plus. Par example si vous 
considerez que les cadres ont en general une influence moyenne dans Ie processus 
de decision vous mettriez un cercle aut~ur du numero (3). 

79A. En general quel est Ie degree d'influence que les groupes suivants 
exercent dans Ie processus de decision? 

echelle Enormement assez grande influence une un peu Pas du tout 
Categories d'influence influence moyenne d'influence d'influence 

a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 1 2 3 4 5 
la G.S.E. 

Ministere de 1 2 3 4 5 
Tutelle 

Direction 
generale 1 2 3 4 5 

En general quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans Ie processus de decision? 

79B. Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Minisb~re de 
Tutelle 1 2 3 4 5 

Direction 
gEmerale 1 2 3 4 5 



, , , . 

a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

BOA Quel est Ie degr~ d'influence que les groupes suivants ~xercent dans 
les decisions concernant la formation du personnel? 

Enormement assez grande . une influence un peu 
d I influence influence moyenne d' infl uence 

Cadres 1 2 3 4 

Maitrise 1 2 3 4 

Execution 1 2 3 4 

organes de 
la G.S.E. 1 2 3 4 

Ministere de 
Tutelle 1 2 3 4 

Direction 
generale 1 2 3 4 

15. 

Pas du tout 
d'influence 

5 

5 

5 

5 

5 

5 

BOB. Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernant la formation du personnel? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d' infl uence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gener~le 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

81A. 

Cadres 

Maitrise 

Execution 

16. 

Quel est Ie degre d'influence que les groupes suivants exercent dans 
les decisions concernant le~ futurs objectifs de votre unite/entreprise 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d' infl uence 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

organes de 
la G.S.E. 

Ministere 
Tutelle 

Direction 
gEmerale 

81B. 

Cadres 

Maitrise 

Execution 

1 2 3 4 5 

de 
1 2 3 4 5 

1 2 3 4 5 

Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans l~ decisions concernant les futurs objectifs de votre unite! 
entreprise? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d' influence 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
g~mer~le 1 2 3 4 5 



" I' • 

a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

82A. 

Cadres 

Maitrise 

Execution 

17. 

Que1 est Ie degre d'influence que les groupes suivants exercent dans les 
decisions concernant la promotion? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

organes de 
la G.S.E. 

Ministere 
Tutelle 

Direction 
generale 

82B. 

Cadres 

Maitrise 

Execution 

1 2 3 4 5 

de 
1 2 3 4 5 

1 2 3 4 5 

Selon vous quel est 1e degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernant la promotion? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gener~le 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

18. 

-
83A. Quel est Ie degre d'influence que les groupes suivants exercent dans les 

decisions concernant la creation d'un nouveau departement? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gEmerale 1 2 3 4 5 

83B. Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernant la creation d'un nouveau departement? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
generale 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

84A. Quel est le degre d'influence que les groupes suivants exercent dans 
les decisions concernant la distribution de benefices? 

Enormement assez grande une influence un peu 
d'influence influence moyenne d' infl uence 

Cadres 1 2 3 4 

Maitrise 1 2 3 4 

Execution 1 2 3 4 

organes de 
la G.S.E. 1 2 3 4 

Ministere de 
Tutelle 1 2 3 4 

Direction 
generale 1 2 3 4 

19. 

Pas du tout 
d'influence 

5 

5 

5 

5 

5 

5 

84B. Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernant la distribution de benefices? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gener~le 1 2 3 4 5 , 

/ 



a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

20. 

85A. Quel est Ie degre d'influence que Ies groupes suivants exercent dans Ies 
decisions concernant Ie remplacement de I'outillage? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gfmerale 1 2 3 4 5 

85B. Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
"exercer dans Ies decisions concernant Ie remplacement de l'outillage? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gimerale 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

I . 

a. 

b. 

c. 

d. 

e. 

f. 

21. 

86A. Quel est Ie degre d'influence que les groupes suivants exercent dans les 
decisions concernant les regles d'hygiene et de securite? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
generale 1 2 3 4 5 

868. Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernant les regles d'hygiene et de securite? 

Enormement assez grande une influence un peu Pas du tout 
d' infl uence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
TuteUe 1 2 3 4 5 

Direction 
generale 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

e. 

f. 

". 

22. 

87A. Quel est Ie degre d'influence que les groupes suivants exercent dans les 
decisions concernant l'introduction de Nouveaux Produits? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence rnoyenne d'influence d' infl uence 

Cadres 1 2 3 4 5 

Maitrise 1 
., 3 4 5 ~ 

, 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
generale 1 2 3 4 5 

87B. Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernant l'introduction de nouveaux produits? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gEmer~le 1 2 3 4 5 



. , . 

a. 

b. 

c. 

d. 

e. 

f. 

I 
i 

a. 

b. 

c. 

d. 

e. 

f. 

I. 

88A. 

Cadres 

Maitrise 

Execution 

23 . 

Quel est Ie degre d'influence que les groupes suivants exercent dans les 
decisions concernant les nouveaux investjsscments? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d ' infl uenc e 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

organes de 
la G.S.E. 

Ministere 
Tutelle 

Direction 
generale 

88B. 

Cadres 

Maitrise 

Execution 

1 2 3 4 5 

de 
1 2 3 4 5 

1 2 3 4 5 

Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernant. les nouveaux investi ssements? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gener~le 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

. , ., 
a. 

b. 

c. 

d. 

e. 

f. 

24. 

89A. Quel est Ie degre d'influence que les groupes suivants exercent dans les 
decisions concernant la repartition des taches? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
generale 1 2 3 4 5 

89B. Selon vous quel est Ie degre d'influence que les groupes suivants devraient 
exercer dans les decisions concernan: la repartition des taches? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d' infl uence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 , 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

" Ministere de 
Tutelle 1 2 3 4 5 

Direction 
generB;le 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

. 
I' 

I 

a. 

b. 

c. 

d. 

e. 

f. 

25. 

90A. Quel est Ie degre d'influence que les groupes suivants exercent dans les 
decisions concernant la fixation des plans de production annuels? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'inf1uence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
1a G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
g~nerale 1 2 3 4 5 

90B. Selon vous quel est Ie degre d'influence que 1es groupes suivants devraient 
exercer dans les decisions concernant la fixation des plans de production 
ar:muels? 

, 
Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
gener~le 1 2 3 4 5 



a. 

b. 

c. 

d. 

e. 

f. 

a. 

b. 

c. 

d. 

'" e. 

f. 

26. 

9lA. Quel est Ie degre d'influence que les groupes suivants exercent dans 
les decisions concernant Recrutements et Licenciements? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres I 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
generale 1 2 3 4 5 

9lB. Selon vous quel est Ie degr~ d'influence que les groupes suivants devraient 
~xercer dans les d~cisions concernant Recrutements et Licenciements? 

Enormement assez grande une influence un peu Pas du tout 
d'influence influence moyenne d'influence d'influence 

Cadres 1 2 3 4 5 

Maitrise 1 2 3 4 5 

Execution 1 2 3 4 5 

organes de 
la G.S.E. 1 2 3 4 5 

Ministere de 
Tutelle 1 2 3 4 5 

Direction 
aenera:1e 1 2 3 4 5 
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