












































































































































































































































































































































































































































































































































































































































































































































TABLE 14

GLOBAL INFLUENCE ON NEW INVESTMENTS -

ACTUAL AND IDEAL

ACTUAL 1* 2 3 4 5+ Mean
Score
Executives 5 10 16 26 26 3.70
Medium levels 34 21 12 6 4 2.03
Lower levels 56 S 4 I «55
Participatory 8 18 23 13 18 3.19
bodies
Supervisory 3 2 10 1S 52 4.35
authority
Headquarters 1 2 9 24 48 4.38
IDEAL
Executives 3 4 7 24 47 & 27
Medium levels 16 11 21 19 12 300
Lower levels 29 23 7 1% 6 2.24
Participatory 2 13 8 29 30 3.88
bodies
Supervisory 4 7 14 14 45 4.06
authority
Headquarters 3 B 9 19 50 4.28
* No influence at all + A lot of influence
Amount of
influence Global influence on new investments
N
5
Actual
\ v, AN Jdeal
e AT 7/
’ ’/'
/
7,
3.3 /
»//
el
R6-|+
: et
% Categories
1 [ =l
ExEcoTwls *EMuM  bewce  Ppothiey’  minuhy enfuprise
Cevealt Levecs patory

bodies



TABLE 15

GLOBAL INFLUENCE ON

WORK ARRANGEMENTS -

bodies

ACTUAL AND IDEAL
ACTUAL 1* 2 3 4 5+ Mean
Bcore
Executives 2 7 9 20 44 4.18
Medium levels 6 14 13 23 23 3.54
Lower levels 44 15 10 4 4 1.82
Participatory 26 16 L5 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 L7 23 28 3.79
Lower levels 19 26 12 7 8 2543
Participatory 16 13 11 12 26 3.24
bodies
Supervisory 26 p/ 10 13 22 2.97
authority
Headquarters 20 3 14 Lk 34 3.45
* No influence at all + A lot of influence
Amount of
influence Global influence on work arrangements
/
5 &l
Actual
~ N ldeal
4
.
3 ; AN
] % o
\ \/
\_ N ,’/
X 7
2 \\/
F\G- -\5
1=
>y Categories
i ] i | ] 1
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TABLE 16 GLOBAL INFLUENCE ON YEARLY PRODUCTION -

PLAN - ACTUAL AND IDEAL

ACTUAL 1* 2 3 4 5+ Mean
Score

Executives 0 13 10 21 38 4.02

Medium levels 26 16 24 S 5 2.30

Lower levels 53 5 10 8 1 1.69

Participatory 14 13 20 12 18 3.09

bodies

Supervisory 6 4 15 16 41 4,00

authority

Headquarters 2 4 7 17 55 4.40

IDEAL

Executives 0 1 10 20 51 4.48

Medium levels 5 15 17 20 21 .47

Lower levels 22 19 16 9 10 255

Participatory 3 12 14 24 32 3.82

bodies

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 of

influence Global influence on yearly production plan

N
5

Actual

E e W [
4 _|
.
2

g

>y Cutegories
g

] : 1 i 1 1
CxeC U ES MED vn Lo weR particd’ muustry  enterprise
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TABLE 17

GLOBAL INFLUENCE ON HIRING AND FIRING

ACTUAL AND IDEAL

ACTUAL 1%
Executives 9
Medium levels 26
Lower levels 59
Participatory 11
bodies

Supervisory 29
authority
Headquarters 20
IDEAL

Executives 2
Medium levels 12
Lower levels 31
Participatory 6
bodies

Supervisory 33

authority

Headquarters 29

* No influence at all

Amounl of
influence
P

1
vV e

()

10

10
18

3 4
7 22
15 15
7 7
18 25
1.1 10
9 13
10 15
15 19
11 8
131 26
8 12
4 9
+ A lot

Global influence on hiring and firing

ExcoTives  vlevio—t
LEJZLS

Ltows &
LEYEsd

puar ticy!

putory
bodies

o B—

5+ Me an
Score

39 3.98
6 2.48
1.58

25 3.57
16 2.66
35 3.45
50 4.29
26 3«45
10 Z2+33
34 3.89
23 2+83
43 3= @0

of influence

Actual
i Ideal
yZ
P &
bl
\v E
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Distribution of influence as reported by the different

categories of personnel on the various issues

Lower levels scores will be 1ignored 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 1In all areas, as has been shown in the

previous sections.

When Tables 18, 19 and 20 are compared it can be
noticed ‘that higher 1levels have 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 1lowest area of influence 18 related to the
distribution of profits whiech 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 1inaccurate 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 1is 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 wunit there was a belief from
personnel that distribution of profits 1is the decision
area where Workers' Assembly members perceived them-
selves most influential. However, there 1s 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 1s concerned, workers' rep-
resentatives would be prepared to have their influence
reduced in new investments and introduction of a new
product decisions, 1if this entailed an increase 1in
deciding on distribution of profits. This 1is 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 1is an

important aspect 1in the sense that in the west,
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although important, it is not a paramount 1issue. 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 1s that the scale of deep rooted
resentment from some sections of personnel, as reflec-
ted through the control graphs and more specifically
through items 61 to 77 of the questionnaire, 1is far
more acute than suspected at first during the inter-
views. The general conclusion 1is that the Socialist
Management of Enterprises Charter has not been tran-
slated fully into practice. All the findings suggest
that at CMB 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 1is in operation, that 1is
'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 responsibilisation 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 1is having a detri-
mental impact on participatory procedures in Algeria.
This problem has also been noted in other countries,
and in this respect the responsibility of the unions 1is
total in the sense that 1t failed to tackle this
problem. (I will expand on this aspect in the next

chapter).

Among other things, this analysis has confirmed that
the mere existence of participatory procedures in an
organisation 1s 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 al, 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 1IDEAL
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 Ob jectives 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 TIDEAL
1 Repartition of Tasks 3.27 3.73
2 Replacement of Material 3.22 3.17
3 Health and Safety 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

241



TABLE 20 RANKED DISTRIBUTION OF INFLUENCE AS

REPORTED BY MEMBERS OF THE WORKERS' ASSEMBLY

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

RANK ACTUAL 1IDEAL
1 Health and Safety 4.50 4.87
2 New Investments 4.50 4.38
3 Introduction of a New Product 4.15 4.13
4 Hiring and Firing 4.14 4.14
5 Distribution of Profits 3.87 4.38
6 Replacement of Material 3.71 4,00
7 Promotion 3.56 3.78
8 Setting Annual Production Plans 3.43 4.25
9 Training 3.13 3.78

10 Future Objectives 3.00 3.78
11 Repartition of Tasks 2.86 3.00
12 Creation of a New Department 2.75 3.25

242




CHAPTER 7

IMPLICATIONS AND CONCLUSION

A review of countries 1like Algeria and Yugoslavia
showed that the long and devastating wars of liberation
have given rise to demands for a more egalitarian
society. This, it 1is 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 1is clearly the case in France and
most definitely in Germany. The basis for an egali-
tarian and democratic society posits, as a condition,
the abolition of private ownership and the sﬁructure of

rewards based upon {it.

However, as shown earlier, even in 'soclalist' 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 1is
exportable as a whole. This 1s due to the fact that

each case 1s influenced by the specific historical and
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cultural traditions existing in each 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 1s that it strengthened managerial
influence. For example, Kavic et al (1970) suggested
that 1in spite of the structure of self-management,
Yugoslav managers have more power than 1in any of the
countries studied coupled, however, with a smaller
power distancy. In the same vein Bartolke et al (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 1influence as compared to lower levels.
Although the control graph analysis also suggested,
similarly to the 1IDE research inl 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 1s how do managers gain more
influence in the context of participatory models that
are supposed to level the distribution of influence? I

will propose two major explanations. As seen in the

244



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 1in
expertise in favour of management provide the latter

with additional powers.

Indeed evidence suggests that difference in expertise
between management and other categories 1is a major
factor affecting effective participation of 1lower
levels. In a study of Yugoslavian firms Obradovic
(1975) found that the Yugoslav councils debates were
"eeo Largely dominated by high 1level 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; Xolaja, 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 1level of
illiteracy was quite high among members of the workers'
assembly and generated a great amount of distrust on
the part of the people they were representing. It 1is
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
step in under-developed countries. These are however
only short term measures which are insufficient 1f the
aim is to improve the general level of education of the
workforce and also mobilise a newly industrialised
workforce, as 1s usually the <case in developing
countries. This role can only be wundertaken 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 1t 1is 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 1ist below a seriles
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 1s 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.

- Import 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 1is 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 participation. These 1last measures
coupled with a reshaping of environmental conditions
more into line with local conditions are a prerequisite
for the creation and enhancement of a participative

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

-—— - - = = - an - - -

The impact 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
in the sense that a more co-ordinated and efficient
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 1involved in appointing members of the
Executive Board when the two third majority 1Is not
obtained in the supervisory board. In Yugoslavia the
excesslive legalism of the 'Associated Labour Law' of
1975, and subsequent feforms, have certainly not con-
tributed to a better understanding of procedures as far
as lower levels are concerned. Finally, in Algeria 1

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 wunit

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 1is
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 1in under-developed countries, would be less
inclined to participate regularly and effectively in
procedures which are over complex. In short, 1t 1is
feared that excess of legalism would put off lower
level workers' involvement in participative procedures

they would be unable to understand.

It is unfortunate that research is very sparse on this

important issue.

250



Workers attitudes

Workers attitudes towards participation and its extent
has on the other hand been studied extensively and
there 1is growing evidence to suggest that there 1is
little or no interest among workers in participating,
Rus (1970), Derber (1970), dalker (1972). Supporters
of authoritarian structures for whom participation,
whatever its degree, 1s anathema, used these findings
to further discredit and oppose the 1introduction 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). In Algeria, how-
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 1likely
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 1into 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. It 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 1s 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 1In 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 1its
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).
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context of large concerns. In Algeria it is far too
early to assess the 1impact of the new restructuring
scheme 1n 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 1nvolves at least four modes of wunequal
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 1t seems that the major reason why attempts at
democratising the decision making process have been

unsuccessful in both capitalist and socialist systems
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is that model builders simply grafted their partici-
patory wmodels 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 come. However, there is no denying
that there are 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 1line of
authority in an advisory capacity. And also matrix
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 1introduction. More importantly,
after having become detached from personal involvement
in the Algerian context and spending four years of
total commitment on this research, it has proved to be
an invaluable experience contributing to my change 1in

attitude.
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{g__ggﬂiigfigzj this study has shown that nowhere a
model has emerged as a typical case of workers'
control, with labour having full and direct partici-
pation. Moreover the mere presence of workers'

councils 1s by no means a guarantee that workers

effectively participate.

In Algeria, although the process of implementation 1is
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
11;0 other models, Algeria's commitment to socialism 1is
;'Jstill 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 1in the future. Success in
alleviating alienation, organisational repression and
also 1n 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 Yes To a Certain Not at
------------ Definitely Extent All
ISSUES % y z
More Efficient Management 34 53 13
More Equalised Power 31 49 20

Improvement in the Condition

of Work 43 41 16
Power Decrease for Higher

Levels 20 46 34
Better Job Security 55 35 10
Better Flow of Information 38 43 19
Better Material Satisfaction 41 33 26
Bette Morale Satisfaction 28 43 29
Better Climate 35 40 25
Workers are more Conscious of

their Responsibilities 44 41 15
Decisions become more

Acceptable 34 47 19
Loss of Time in Taking

Important Decisions 29 46 25
Added to Bureaucracy 27 42 31
Eliminate Serious Conflict 42 42 17
Better Communication 36 42 22

Improvement in the Quality
of Decisions at Enterprise 41 39 20
Level

Lowering of the Quality of

Decisions in this Unit

Because Representatives do 35 47 18
not have the Necessary

Expertise

I.1



ATTITUDES TOWARDS SME, AS REPORTED BY HIGHER LEVEL WORKERS =

N = 14

SCALE Yes To a Certain Not at
------------ Definitely Extent All
ISSUES % % %
More Efficient Management 36 57 7
More Equalised Power 29 64 7
Improvement in the Condition

of Work 36 57 7
Power Decrease for Higher

Levels 14 36 50
Better Job Security 43 50 7
Better Flow of Information 36 36 29
Better Material Satisfaction 8 62 31
Bette Morale Satisfaction 29 43 29
Better Climate 36 36 29
Workers are more Conscious of

their Responsibilities 29 50 21
Decisions become more

Acceptable 29 64 7
Loss of Time in Taking

Important Decisions 31 46 23
Added to Bureaucracy 31 31 39
Eliminate Serious Conflict 29 50 21
Better Communication 21 43 36
Improvement in the Quality

of Decisions at Enterprise 36 36 29
Level

Lowering of the Quality of

Decisions in this Unit

Because Representatives do 15 69 15

not have the Necessary
Expertise

1.2



ATTITUDES TOWARDS SME, AS REPORTED BY MEDIUM LEVEL WORKERS -

N = 41

SCALE Yes To a Certain Not at
------------ Definitely Extent All
ISSUES A % %
More Efficient Management 32 58 10
More Equalised Power 35 43 23
Improvement in the Condition

of Work 45 40 15
Power Decrease for Higher

Levels 18 55 28
Better Job Security 65 28 8
Better Flow of Information 33 55 13
Better Material Satisfaction 43 35 23
Bette Morale Satisfaction 26 51 23
Better Climate 33 45 23
Workers are more Conscious of

their Responsibilities 53 33 15
Decisions become more

Acceptable 41 36 23
Loss of Time in Taking

Important Decisions 28 46 26
Added to Bureaucracy 28 51 21
Eliminate Serious Conflict 50 45 5
Better Communication 45 37 18
Improvement in the Quality

of Decisions at Enterprise 46 33 21
Level

Lowering of the Quality of

Decisions in this Unit

Because Representatives do 38 43 20

not have the Necessary
Expertise

I.3



ATTITUDES TOWARDS SME, AS REPORTED BY LOWER LEVEL WORKERS =

N = 43

SCALE Yes To a Certain VNot 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 Satisfaction 30 35 35
Better Climate 37 37 26
Workers are more Conscious of

their Responsibilities 42 47 12
Decisions become more

Acceptable 29 52 19
Loss of Time in Taking

Important Decisions 29 46 24
Added to Bureaucracy 25 38 38
Eliminate Serious Conflict 42 42 17
Better Communication 33 45 21
Improvement in the Quality

of Decisions at Enterprise 38 45 17
Level

Lowering of the Quality of

Decisions in this Unit

Because Representatives do 38 45 17

not have the Necessary
Expertise

1.4



ATTITUDES TOWARDS SME, AS REPORTED BY MEMBERS OF THE

WORKERS' ASSEMBLY OF THE UNIT - N = 13

SCALE Yes To a Certain Not at
------------ Definitely Extent All
ISSUES % % %
More Efficient Management 8 75 17
More Equalised Power 17 58 25

Improvement in the Condition

of Work 33 58 8
Power Decrease for Higher

Levels 25 67 8
Better Job Security 50 50 -
Better Flow of Information 50 42 8
Better Material Satisfaction 58 25 17
Bette Morale Satisfaction 8 67 25
Better Climate 33 42 25
Workers are more Conscious of

their Responsibilities 58 33 8
Decisions become more

Acceptable 42 33 25
Loss of Time in Taking

Important Decisions 8 75 17
Added to Bureaucracy 25 42 33
Eliminate Serious Conflict 50 33 17
Better Communication 42 42 17

Improvement in the Quality
of Decisions at Enterprise 50 33 17
Level

Lowering of the Quality of

Decisions in this Unit

Because Representatives do 17 58 25
not have the Necessary

Expertise

I.5
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< Peavided al peemanent workers who et the andertaking

on accounl of events vosulting frow thoatrpgde for liboration shall
be exempl from the Lol-mentioned condition,

iy

4. Seasonal workers shull pol ho membora of Uy w,m-luuu

general meeling or enjoy any of thy vights and provogntives of
members. ' ;

5. The dircclor, on the advice of the competent services
and that of the local council for the promotion of sell-managemont
shall— | i :
draw up the list of members of the workers' general nceling and

igsuc members’ cards; ; :
fix cach year (he optimum numbor of permanent workers necessary

from 1he technieal poinl of vipw for earrying oul the cconomic
o progranme of Uhe undertaklng, :

6. 1tach member of the workers' general meoling shall have
one vole. Voling by proxy shall he prohibited. e ;

All voting shail take place by secret ballot. ,l\\,lo-l.lurds
of ‘the registered members must be present ut the workers general
meeling to form a quorum. i - o

All decisions shall be taken on a simple majority voto of the
members present.,

‘4. No worker who is entitled to participate in the work ol
the workers’ general ineeting may be excluded therefrom except
in the case of grave negligence or misconduct. ;

The hurden of prool of such grave negligence or misconduct
shall be inenhent on the workers' council (or the workers’ general
meeting if there is 1o workers’ council).

8. The workers' general meeting shall be convoked by the
workers' council or the managing commiltec at least once cvery
three months.  Extraordinary sillings of the meetjng may be
convoked al the request of one-third of its members. In under-

“takings where there are less than 30 workers there shall be a
workers' pencral wecling instead of a workers’ council.

9. The workers’ general meeling shall— ]
adopt the development plan for the undertaking within the frame-
work of the natigpal plan and the annual programmes for
capital investient, production and markeling;
adopt rules for (he organisalion of the work and for the definition
and assignment Lo the workers of their Lugks and responsibi-

lities;
approve Ui accounts al the end of cach financial year;
et A S R IR e B R R e el lY inais snins) hsslnnn. annlipahle)

& snvesiaee

ALGERIA 1

() Deeres Nu. 63-93, respecting the organisation and mtae
agement of vacuted industrinl, mining, handieraflt aud agricultural
undertakings, Duted 22 Mavch 1963, (Journal Officicl, 29 March 1963,
No. 17, p. 298.)

Panr I. Tueg OncaANISATION OF SELF-MANAGEMENT

1. All vacaled industrial, wining and agreicultural vnder-
tukings shall be run on the principlo of sell-management by Lhe
workers through the following organs:

(@) the workeres' genersl meeling;
(b) the workers' cou'ncil;

(¢) the managing commillee;

(d) the director:

Provided that by decision ol the President of the Council
of Ministers certain--underlokings of national importance may
be considered to fall within the public scetor und be managed by
public or semi-public bodies or nalionalised companies.

Chapter I. The Workers' General Meeting

2. The workers' general meeting shall be composed of ihe
permanently employed workers in the undertaking who fulfil the
conditions laid dawn in scctions 3, 4 and 5.

The number of members of Lthe workers’ general meeting shall
be lixedd cach year according to’the degree of development and
intensilication of the undertaking.

The plan for the development and inlensification of the under-
taking shall be in conformity with the nalional development plan,

3. To be a member of the workers’
shall Tullil the following condilions:

be of Algervian nalionality;

be al least 18 years of age;

nol be deprived ol Lis civil rights;

be activeiy engaged in work for which he has the necessary skills;
have as his prineipal source of income only the remuneralion from

lis work in the undertaking;

have heen continnally employed in the underlaking
six monlls withoul interraplion:

senceral ineeting a worker

for al leasl

R RSN N PP P O S e ——

RPN SSSS . N SUSI S SRS Y S Y POTY S



e don A sssaypirbinme cliaitod Liae Ah o canigden.n. d

Chapter T The Worker: Couneil

10.  The workers' council, chosen Teom mmonye the members
of the workers' general meeting ol (he undertaking, shall be
composed (subject to an upper unit of 100 members) ol al least
one momber fer every 15 workees or [eaction of (hat number;
in any case the number of members shadl not Le less than ten,

T At least two-thirds of the members of the workers’
couneil shall he employed divectly in production in the undertaking,

T'he conditions Tor voling shall he the same as hose laid dowa
in secelion G for the workers” general mecling,

12, The members of the workers' council shall be elected for
three years; cach year in rotation the teem of ollicy of one-thivd
of the. wmembers shall expive and Tresh elections hebl; vulygoing
members may he re-elected,

13, The workers' council shall meet ol leasl once a month
by decision of the managing commillee.  Extraordinarvy sillings
ol the workers’ council may be called for by one-third of the mem-
bers of the council.

L. The workers' council shall---

adopt the employment rules of the undertaking;

decide on the purchiose and sale of capital plaut and equipment
within e framework of the annuald programme forcapilal invest-
ment adopled by the workers” general meeling: Provided Lhat
the initil capital assets shall not be allowed to diminish;

make decisions with respect to long-term and medium-term loang,
within the [ronework of the development plan adopted by
Lhe workers” general mecling;

mike deeisions wilh respeel Lo the expulsion of members (subject -

Lo appead Lo the woricers' general wecting);

mike decisions with respeet Lo the admi:sion of new peemanent
workers within the Jimits provided for in sections 3, 4 wad 5
of thiz Decree. When the conndil is nol sitling, the director
may ack inoibs stead.  In admilting new workers, priority
shall be given Lo war velerans or victims of repression;

examine the acconnts at the end of euch linancial year before they
are submilted o the workers’ general meeling;

cleet the managing commitice and exercize supervisory funclions,

over its aclivilicos,

Chaptcr 111, The Manraziny Coninitllce

15, The manacvicy conaattos shial e camposed of three
o H IS SRR !

members; at leici bwo-thivds of e membene ef The manag
commillee shall be workers divectly employed in producti

The managine comovtter shall eleet enele vear a chaivn
(rom amony ils cun members,

As i the eee of Lhe workers” canuetl, the teeam of ollice
one=third of the wembers of the managing conmaittee shall oxp
in rotation cach year, followed by fresh elections at which oulgoi
members may he re-clected.

16.  ‘The managing commitlee shall be responsible for mu
aging the undertahing; it shally inter alia—
draw up he development plan for the undertaking wilhin t
framework of the national plan aud the annual programn
for capital evestment, production and inarkeling;

draw up vules for the organisalion of the work and for the definiti
sind assigne: st Lo the workery ol Lheir tasks and responsi
filies;

draw up the acevunts ab the end of caeh linancial year;

prepare matters fur decision by the workers’ council;

make decisions with respect to short-terin loans within the fran
work ol the annual programmes for capilal investment, prod
tion and mivkeling;

~maoke decisions with respect to the mode of purchasing unecessa

supplies, such as raw malerials, sceds, ete., within the fran
work of the annual production programme;

make decisions with respect to the mode of marketing produc
and serviees

deal with problews arising out of production, including the hiri
ol scasonal workers.

17. The wuimaging commillee shall meet at least once
month and as ofton as the inlerests of the undertaking so requi
il shall be convuliced by its chairman.

[L may allow Lo be present al its meelings, in an adviso
capacity, membors of the workers’ council or of Lhe worke
general weeting who are in a position to explain proposals a;
surgestions previously submitted to the managing commillee a:
concerning the rauning of the undertaking.

H Two-Uards of the members of the managing commitle
including the dicelor, must be presenl to forin a quorum.
decisions shall Le adopted by simple majority vole of the membe
present.

I the case of atie the chairman shall have the casting vol

e . . .
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o The conteibutions Lo the notional conanouily shall be

composed of levies lor--

the sinking fund of the sell-manaped oodertobingg - The amount
of such levy and theiusn Lo whicl it shall be pul ghall be
preseribed by cegulationss Provided thal the uadertaking muy
be exempted | artly or Lotally fram puch fevy by Lhe wopervisory
authority, if this is necessituted by mlernal or external eco-
HOMIEG Clrcumsiances; : ;

the Nutional Investment Fund; 3 5

the National Fund for Employment Stubility.

“The rules for the ahove funds shall be preseribed in subsequent
legislation, which shall provide for the participation of workers in
their administration,

[n making the above lovies account shall be Laken of the under-
tuking’s real pessibilities of contributing within the limits of ils

snormal production,

The amount of the levies amdd the modo of payment and the
functioning of (he National Jnvestment Fund and the Nationul

t Fund for Employment Stability shall be preseribed by regulations.

4. The aclual income of the employees of a sell-managed
undertaking shall comprise— s
(a) Lhe remuncralion of the non-permanent omployees, inter alia,
the wages and wage benefits paid to such employees under
social legistation;
the basic remuncration of the permanent employees, flixed

(b)

by the supervisory authority, for each post and on the hasis'

of minimuia productivily standards;

oulpul honuses granted Lo permancnl employees according
to outpul for cach post and cach group of workers. These
bonuses shall be fixed by the managing commillee and shall
be approved by the superevisory authority. They shall be
paid periodically according as the actual gutpul of the em-
ployees cxveeeds the minmimum  standards provided for in
clanse (b)) above.

The basie rennmeration and output honuses shall be paid
in cash or i kind, in e form of products of the sell-managed
undertaking, the value of which shall be caleulated according
to warket prices.  The mode of payment shall be prescribed
by the wiaging committee with the assent of the director.

The sawme rules as regards Laxafon shall apply to the
basic revwuncration and oftput bonuses us Lo ordinary wages,
and such remuncration and bonuses shall enjoy the same pri-
vilewes o law as Lhe said wages;

w o distributable surplus.  The workers' council or (where
applical le) the workers' general mecting shall decide how such
surplus is Lo be disteibuted 4,

(¢)

(d)

Jof the income of sell-vumaged undertakiogs,

he timo they spemd al the mectings: and other activities of theae
wdies shall be considered as part of (heir normal hones of woek and
duaddl be remuneralod as such.

L) A d

27, Moembors of (he ahove hadics shall excicise Lthe Tunetions
saibensted to tham only durving meotings of Uw hodies of which they
are members, and shall nol exercise such funclions outside the
sitlings of the said hodies unless they are expressly ordered Lo do
s0 by the body of wliich they are mewbers.

28, Any person who knowingly interferes with the functioning
of a managing committee shall be Liable to a term of imprisoninent
of not less than one and not more thuan five years or to a fine of
1,000 Lo 10,000 francs, or to hotli peaallics,

‘29, The provisions of this Decree shall be exoculory as
from the date of its publication, and shall Ltuke Tull elfect within
a period not exceeding ono year.

30. This Decree shall nullify all provisions Lo Lhe contrary

31, The modes of application of Lhis Decree shall be stipulated
in circulars issucd by the President of the Republie.

32. The Minister of Justice, the Minister of the Interior,
the Minister of Nalional Defence, the Minister of Finance, the
Minister of Agriculture and Agrarvian Ieform, the Minister of Indus-
trialisation and Power and the Minister of Labour and Sociul

|Afairs shall be responsible, cach in so far as he is concerned,

for the application of this Deerce, whi-h shali be published in the
Official Gazette of the Democratic and Popular Republic of Algeria.

(1) Deeree No. 63-98, 1o presceilie rales for the distribution

Dated 28 Mareh 1963,
(Journal Officiel, 29 March 1963, No. 12, p. 300.)

I. The annual income of cvery sell-managed underlaking
shall be equal Lo the annual production of the undertaking, i.c.
Lhe sum total of the goods aud services produced or supplied by
the undertaking in any given year, less overhead charges olher
i the workers’ remnuneration. ‘

I
|

_ The mode of calculating and the rules for assessing the above
income shall be fixed by regulations.
2. The mnnual income thus ascertained shall be Jdivided into
Lwo principal groups—
conlributions to the pational communizy;
the income acerving to (he workers of the solf-managed urder-
Laking.



The council may decide to dedizet amounts from (e above
sarplus for ransler Ly-—

the investment fund of the self-mana;ned undertaking;

thy secial Tund of the sclf-managad wndertaking (housing, educa-
tionad equipment, leisure, health, nutual provident sociely,
conlrtbutions o communal, trade union or co-operalive
funds, ete.);

uny other reserve or other fund which it may deem neeessary,

The balance of such surplus shall be shared out at the end
of the financial year between all the members of the workers’
general meceling, in proportion (o their hasie remvineration, plus
any oulput bonuses granted lo members of the said mectinge:

Provided that the workers' wgencral meeting may, where
appropriale and on a recommendation from Lhe managing com-
miltee, deduct a ceitain wnount frons the above surplus befare its
distribution, to be paid (o the divector and members of Lhe managing
commitlee by way of honus for good management,

IT the linancial circumstances of e sell-managed undertaking
are restricted, the divector may decide that the mmnounts puyable
to the members of the workers’ general meceling shall be paid into
a fund Torming part of the undertuking's assels until its Ginancial
siluation enables such amounts Lo he paid to the members.  Such
payment Lo the members shall in no cise be permitied Lo increase
the debts of the self-manazed undertiling towards Lhivd partics.

5. 1 the annual income of the sell-managed undertuking
i4 nol sullicient to enahle it Lo diselivge its oblisations towards
the workers and the national conmunily, as defined in seetions 3
and 4 above, the managine conunittee shall undertale the necessary
linancial vehabilitation on the advice of 1he direclor.  The proposcd
measuies shall be submitted to the wekers' couneil and the work-
ers' general meeting,

6. The divector shall be respousible for cnsuring that the
following company documents ave deaw i up for the purposes of Lhis
Deeree, inaddition (o the oller acconalancy documends required
by Law: an somual or scasonal production markeling pro-
gramne s an annual acconnt of working costs and provisionai halinee
sheet; ancinvestmenl progranme; a tobde of the basic remuiera-
tion and bonuses payalile for each post.

~ 7. The accounts at the end of the linaneial year shall include,
e nddition (o the balance sheet, the uecessary accouils for the
application of sections 1, 3 and 4 above.

8. The annual inconie of ¢ ll-nianaged widerlakings sheli
be subiccl Lo the tax. ou industrial or commercial profits. or the

1964—Ale, | 1) A e

Lax Levied on profits team apeieullueal nndortulinge me necordanes
wilh the levislickion respacling ea operativos: .
Provided that the fullowing shadl be teenbud na costs which
may be deducted: . s
payments Lo the nationul eommunity, sol out In soelion J ubove;
the basie remuneration und output bonuses of permnnent. workors;
the remuncration of non-permunent workers, inler alia, tho wages
and wage additions puid to such workers under sociul legislu-

{ion,

9. A member of the workers' general meeling who leaves
a self-managed underlaking for any reason whatsoover shall not
be entitled Lo any share in tha investment fund, the social fund,
the financial sinking fund, and the reserve funds of the undertaking.

e shall b ontitled pro rata temporis o a share in distribution
-of the net income, uuless lio was divmissed from the undertaking
for grave negligence or misconduct.

{ 10. 'The Ministcr of Juslico, tho Minister of the Interior,
the Minister of Nutional Delence, the Minister of Finance, Lhe
Minister of Agriculture and Agrarian Reform, the Minister of
Commeree, the Minister of Industrialisalion and Power and the
Minister of Labour and Social Affairs shall be responsible, ouch
in so far as he is concerned, for the application of this Decree,
which shall be published in the Oficial Guzette of the Democratic
and Popular Republic of Algeria. : '



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
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Appendix 4

CATEGORIES OF PERSONNEL IN CMB

Category

01

02

03

04
Lower Levels 05
06
07
08

09

10
: 11

Medium Levels
12

13

14A-B-C

15A-B
Higher Levels

16

17-18

Ordinary worker

Specialised worker

Specialised worker lst degree
Specialised worker 2nd degree
Qualified worker

Professional worker lst degree
Professional worker 2nd degree
Professional worker 3rd degree

Highly qualified worker

Foreman
Foreman lst degree
Foreman 2nd degree

Workshop supervisor

Superior technicians,
engineers

executives,



EMB-CEM-KOUBA

Service Central du Personnel

b Lewds 1
Cellule Centrale Emploi Formation Kobba: 1ey15: Aoly, 1983
et Etudes.

NOTE D'INFORMATION

Objet: Stage d'Information

Nous informons l'ensemble des respons.bhles, que Mr.BOUGARA Omar
Boursier du Ministére des Transports et de 1~ '8¢ et préparant le

dipldme de Doctorat en Gestion (Management, on inleterre; effectuer~

une visite d'information au sein de notre Uniti . compter du 14/08/1983.

Durée : 02 Semaines.

Nous invitons tous les Respogs-tbles .. _-cndre les dispositions

nécessaires pour le bon déroulement de ce st.ze.

Szlut ‘tions.

bf CELLULE CENTI.LL £PLOI FORMATION
E1T ETUDLS.

Destinataires/ / _/;
- Toutes structures S/D.FBF /
- SCBF HE 3
- Gestion du Personnel 4 ol

- ATU bf

Pour ggiprmatigg/
- K/DU Mr.BOUCHAIB
- K/SCP Mr.TIDADINI




E.M.B~-C.E.M - KOUBA
SERVICE CENTRAL DU PERSONNEL
CELLULE CENITRALE EMPLOI-FORMATION
ET ¥ETUDES ; 50UBA, LE 23/04,/19G54

- e on o v - i

OBJET __/ -

//))// OTE D' INFORMATION

ENQUETE SOCIOLOGIQUE

Nou: vous informons que Mr BOUGARA Om:r Etudiunt en Sociologie
Industrielle et préperent un Doctoret en Gestion (Mcn geuent. en
ANGLETERRE, effectuera une ernquéte sociologique sous forme ce

questionnaire, av sein de notre unité a compter du . 23/0</1954.
Nous tenons a vous rappeler gue Mr BOUGARA Omar avzit d:ij.. effectué

une pré-enquéte de 02 semaines (du 14 au 29 Aofit 1983) & K, DU.

Nous comptons sur votre collaboration, ppur le bon déroulcment de

cette enquéte.
SALUT:.TIONS .

DESTINATAIRES __ _/

- Toutes S/Directions
- Tous Bces Centraux
- Tous 5ces et Ateliers

POUR _ INJORMATIONS  /

- K/DU -

MR MAZARI

- K/SCP - MR TIDADINI

-A-T-U‘-

C. P.F.

CELLULE CENTRALE EMPLOI-FOIUiATION
ET ETUDES

“ by



Appendix 7

Preliminary Questionnaire



Anglian Regional Management Centre

Duncan House
High Street
Stratford
London E152JB
01-590 7722

. . r'd ”~
Monsieur le Directeur General.

Je suis stagiaire du Ministere des Transports actuellement engagé dans

une these de P.H.D. dans le 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 théorie et pratique de la gestion socialiste

des entreprises dans les organismes industriels.

Il ne fait aucum doute que notre modéle fait l'objet d'une grande attention
dans le monde occidental et plus particuliérement en Grande-Bretagne ou il

y a des efforts constants a l'effet de développer une "democratie industrielle”

Dans le but de mener a bien cette recherche, je vous serais reconnaisant si

~ vous pourriez compléter ce questionnaire preliminei@e, qui a ete envoyé a
la plupart des entreprises concernées, et me le renvoyer le 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.

e

Veuillez agreer, Monsieur le Directeur Général, l'expression de ma haute

considération.




QUESTIONNAIRTE

T1éne PARTIE - INFORMATIONS GENERALES

En quelle année votre entreprise a été créée ou constituée ?

® 6 0 0 9 0060 000500000000 000000 P OO OEL OO NSO PO NLOESOSEOENIOSIESEPSIEESETSTSIDTS

En quelle année avez-vous appliqué La gestion socialiste des entre-
prises dans votre entreprdise ?

® 6 0 0 08 50 00060600 00 0GPPSO O OO OO OO OO OO0 OO OO 0SSOSO 0L e 000 s

Pourndiez-vous me gaire parvendir un organigramme ou dans Le cas
contrairne pourriez-vous me faire un schémas de votre organidation.?

® @ © 6 0606 00 00 00600 0 0 0660 ¢ 00000 0000005005000 0000 0OOE OO NN OSSO0 OPSSOSOIS

Quel est Le degré de rotation de voire main-d'oeuvre de préférence
selon £e grade (par exemple cadres, ouvaien spécialisé etc...)

® 6 0 0 00 0600 006 € 00 00000 00 000 0000 080000000008 008G LG EISSN OSSOSO E eSS S
® ® 0 0 0 0 060 000 005 OO OO OO OP SO OO OO OL OO0 00O P OEN SO O0 SN B0 NS0 ONSOE SN EEOS *ODS

® 0 6 0 00005 000000 0 000 0EO SO S OO OO TOOE PO OO O OO0 OD OO OO OSOE SO D O OSSO O OSSSee

® 6 0 00006 000000 006000 0600800 00005000 O OO PO OO OGSO OOE OSSO NE OSSOSO SEOEESTS VNS

Nombre de P.D.G. de votre entreprise depuid sa création ?

® O 5 0. 0 6 09 ¢ 00 060 00O S O LD OSSO OO PO OO0 OO OO0 SO0 OO OO NCSOOON SO SS OGS OSOSPS

Pourniez-vous m'indiquer £e nombre d'employés ou stagiaines actuel-

Lement en formation aussi bien a £'intéxieur du pays qu'a L'étrangea?

1974 ¢ eesesccescsocse
7979 ¢ eeeececcvscccvoeoe
’980 :...............

.../...



7.- Pourniez-vous m'indiquen poun L£es exexcices suivantes ?

1974 1979 1980

- Le chifgre d'agfaire

- Les grais de personnel
- Capital

- Résultat avant taxation

- Pourcentage du nésultat
distnibuée aux travailleun:

Lo

- Pourcentage mis en néserve.

§.- Est-ce que vous accordez a& vos employés des facilités
religieuses ?

0“1........‘.....

No".....’........
AuTRE............

9.- De combien d'unités disposez-vous ?

® 8 060 009 5 000 8 00 5000 0GOS PN O LSO LS00GS E SO 0B SO0 OO0 OEEseee

eeelene



10e~ Pou;riez-vous compléter le tableau ci~dessous 7

e e e v - —— - - e e GO s S emm e SEe e e e GEm Em GEe TR mme Amn @R et RS e e G S TET e e M e GG e wEn MRS MR T et e s GER SN GWR MR W G P e T G R G e Wem  Gm- SEe e wme s e

! ! ! ! ! tNive
Nom et localisation d'unités | pugys de rotation de Activité tType de techno—l% de llef- Effec- Montent des bénéfi-ynoye,
. . . ' : . . fectif synstifs | ces distribués dtab
(si2ge inclus) ! la main d‘'oeuvre ! logie !d'calisé T !———~—T———-*—T—-——-1 2
! (1) ) 19 ' 11974 | 1979 | 1980 1 téIa
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1
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|
|
|
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|
|
L

! | |
| | [
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| | !
[ o |
| | |
l | |
| | |
| [ [
[ | !
| ! i
| | [
| | !
| ( |
( | [
[ | [
| | [
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| ] !
| | [
| [ l
| | |
\ | !
[ [ |
[ | [
| [ i
| ! [
! [ |
[ [ |
[ I I
[ \ \
| l !
[ | [
| l (
! | [
| N

(1) Dans le cas ol vous ne disposez pas de ce renseignement par unité, indiquez le pour l'ensemble de 1l'entreprise.

. 14
- -~ e - N

-k . - ™



Zéme PARTIE - INFORMATIONS SPECIFIQUES

1.- A votre avis depudis £'implantation de £a G.S.E. dans votre
entreprise pensez-vous qu'il y a des domaines qui ont enregistrié
©  des progrés sdgnificatifa.

Pourniez-vous m'indiquez Lesquels ?

® € 0.0 6060606050000 060 000 0 00 00 0000 OO S PO OO OO0 OO OE S OL OGP S SO PPN P SESNESOSDS

2.~ Dans Le cas contraire quels sont Les domaines qui ont nencontré
des problémes et pour quelle raison ?

® 8 0 6 06000 000000000006 000060000 000000 0¢0 500D O OO LSOO ONNL PSS EOSOSSSESOSSIOE PSS
® 0 0 0 0606000 5 00 0606 0060000 0060600 ¢ 0 000000000 E O OO COLE OO O NS e e OO S OIS OONOSE
® 06 . 0 0 0 0 0 0 0 00 5 0 0 0 0D OO O OGO O S OSSO OO B OO OO O OP PSP eSO 00O 0 P00 e

G & 6 6 5 0. 00 0 0 00 0 0 00 0L S OSSO T G OO OO PO PO OO EOGOO OO OO O eSO OO OO E SN O OSSN GSPSDS

3.- Quel est L'état des nelations entre Le consell de direction et
2'assemblie des travailleurs ?

® 0 0 ¢ 00 0606 0606 00 06660060600 0 0000008060 060000000000 GG OO0 OPOEN OIS EPOSNGOSOS TSNS
® 9 O 0 05 00 0 000 0 0 5 OO0 O PO S OGOT OO0 OO OO OSSP OO0 N SN0 ONO NGO ELSEOOESOCSOERNDS PSS

® 0 0.0 0 0 20 0 606 0000 B OGSO O OO PO SO0 0NN OO0 0L ON0E e OSSO 0SS OEOENSOSDS

4.- En pensant a d'autres entreprises pourntez-vous m'en citenr cing
qui ont eu Le plus de succés et queds sont a votre avis Les progrés
Les plus marquants.?

Nom de £'entreprise R A1 S 0 N S

® 0 0 00000000 0o ® e o0 00900 L] ® O 6 OO0 000 OO OSSO OSSOSO OB
® 9 660000 060088000000 s00 000 ® 0 000600 0000000000006 00 00000
® 00000006 0000900000 O ® 0 ¢ 000 000200000000 00O T
® 8 0 8 0 650 00 5500 O OSSO eE O e 0D ® 0 0000000020000 000 0000 Be
® 6 0 5 060006000600 6006064090 9090006000 ® 6 & 006008 0006000000000 s0 0

-~

5.- Auniez-vous quelque chose a rafouter et qudi vous parait impoatant ?
® ¢ ¢ 6 0 0 00 0 0 0 00 000 000 0SS B S OO C OO OL OO OO0 OO0 0 OE O OE OO SO OESESSNOOSETOS PSS

® 0 6 0 0 000 0000000000 F SO OO0 G OGP OO OO0 00D OO0 L LN EE SO NSNS OOSPSENEOSTSOSOSOS



Appendix 8

Entreprise Level Questionnaire



GENERAL

En quelle annee votre entreprise a ete creee ou constituee?

- e Em e e e em e wm eh o we e e e e e Em e G e Er e e e s e e e e e e e e e o e

Si (oui) sur quelle base?

Quel est le niveau de syndicalisation en pourcentage?

groupe I - - - -

groupe IT - - - -

groupe III - - - -

Nombre de rebrésentants dans 1'assemblee des travailleurs de 1'unite?
groupe I - - - -

Groupe II - - -

Groupe III - - - -



12. Nombre de représentants dans l'assemblée des travailleurs de l'entreprise?
groupe I - - - =
groupe II1 - - - -
groupe 1II - - - -
13. Nombre de réunions tenues par l'assemblée des travailleurs de l'unite?
1980 1981 1982 1983
orcdinaires - - = - - - - = - -

extraordinaires - - - - - - - - - - - =

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

1980 * 1981 1982 1983
ordinaires --- - - = - - - - - =
extraordinaires - - - - - - - - - - -

15. Nombre d'employés?

groupe I groupe I1I groupe III

temps plein --- - -—-- - -

temporaires - - - — - - _— - -

16. Turnover en pourcentage?
groupe I
groupe II -T- -

groupe 11T

17. Taux d'absenteisme en pourcentage?
groupe I
groupe 11
groupe II1 - - - -

18. Avez-vous un orgenigramme?
Oui Non



19.

20.

21.

22.

23.

24,

25.

26.

Personnes detenant une copie de 1l'organigramme?
Directeur general
Chefs de département

ATU

1000

Autres (specifier) — = — = = = = = = = = = = = =

Avez-vous des brochures ou manuels d'information se rapportant a votre
entreprise?

Oui Non

—Do .
Si vous avez repondu (oui) a la question precedente sont-ils distribues
Reguliérement o
Occasionellement pour des evenements particuliers D
Seulement pour les nouveaux venus S—

Nombre de personnes en formation?
groupe 1 groupe II groupe III

au niveau de l'entreprise -—-- - - - - - - =

a 1l'exterieur - - - - - - - = - - - =

Est-ce que votre entreprise decide sur les niveaux d'investissements?
Oui Non

s

Si vous avez repondu (Non) a la question precedente qui prend la decision?

Est-ce que vous decidez sur le niveau des prix?

Qui Non

S E

Si vous avez répondu (non) a la question précédente qui prend la decision?



27.

28.

29.

30.

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

_ e e e e e wm w wa e e o = = e er e e em e e e e e

Volume de production totale?
1980 @ e = - - =
1982 000000 - - - - -
1982 0 - = = - =
Capacite de production?
1980 @ - - - - - -~ -
1981 0000 e e e e - - - -
1982 @000 e e m == - - -

- -
Pourriez-vous m'indiquer a quel niveau se situe

1980 1981 1982
- le chiffre d'affaire - - - - - - - -
- Resultat d'exploitation - - = - - - - -
- Frais de personnel - - - - - - - -
- Capital - - - - - = - - -

Montant des profits distribues - — - - - =

Valeur ajoutee - - - - - -



Appendix 9

Final Questionnaire at Unit Level



2.

Veuillez mettre un X dans la case correspondante

Quel est votre age? 1
24 ans ou moins O 1
25 - 34 o o2
35 - 44 O s
45 ans ou plus ) a
Sexe? 2 M F
- D
1 2
Quel est votre titre et echelon? Décrivez votre travail SVP. 3
Depuis combien d'annees travaillez-vous dans cette entreprise?
4
Moins d' 1 annee DO 1
1 - 3 années ) 2
4 - 10 ans 2O 3
11 ans ou plus D 4
0:.1 avez vous travaille précédement?
____________________________________ 5
Etes-vous adherent a un syndicat?
Oui Non
S G
1 2 )
Si vous avez repondu oui a (6) pourquoi y avez-vous adhére? 7
- pour avoir la possibilité d'étre elu a 1’ A.T./A.T.U. CO 1

- Pour benéficier des differents avantages que le syndicat procure(C__J) 2



10.

11.

12,

13.

- Pour ameliorer mes connaissances D 3
- Pour faire profiter les autres de mes connaissances D a4
- Autres (specifier) — = = = = = - & 0 0 - - & - - - - - - - - - - - 5

Quel niveau d'études avez-vous atteint?

8
- Ecole primaire o 1
- Ecole secondaire 3 2
- Institut — 3
- Université ou equivalent ) a4
- Autres (specifier) 5

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

Inte Exter
10 (O (G
1 2

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

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

Oui Non
12 T >
1 0

Avez-vous la possibilité de consulter le rapport annuel?
Qui Non
13 CO (G
1 0



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

Oui Non
14 D (G
1 0

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

Oui Non
15 — Do
1 0

16. Y-a-t'ilen general une amelioration par rapport a la période pré-GSE?

a. b. c. d. e.
tres grande bonne amelioration dans aucun .
amélioration amélioration certains domaines changement Regression
seulement
16 (CO 2 ] (G G
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 ameélioration particuliére par ordre
d'importance? (Pas plus de 4 domaines)

18. Est-ce que vous savez dans quelle mesure votre travail est relie a
1'ensemble

18
Oui tout a fait ) 1
Oui assez informe D 2
Non (:::3 3

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

Oui Non

19 CO (.
1 0



20. Vous est-il arrivé d'assister aux meetings de 1'assemblée des
travailleurs bien que n'etant pas membre?

Oui Non
> D
1 0

21. Lorsque vous avez des problemes dans le cadre de_votre travail
quel est votre premier contact? N

21
Votre supéerieur D
Vos collégues D 2
Un membre de L'A.T./A.T.U. D 3
Autres (speéecifier) D a4

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

22
Collegues C 1
Superieur o »2
Personne D 3
Autres (specifier) = = — = = = = = = — — = € a

23. La derniére fois que vous avez soumis une reclamation a votre
representant syndical quelle en etait 1la nature?

23
Probléme social D 2
Salaire o »
Promotion D 3
Autres (specifier) D a
24, Avez~-vous regu une reponse?
Oui Non
24 (CDO D
1 0
25, Etait-elle?
25
favorable D

defavorable D 2



26. En général d'aprés votre experience et celle des autres est-ce-qu'il
y a eu dans le passée des réponses favorables?

souvent rarement pas du tout
25 G o o
3 2 1

27. Est—ce que vous étes prevenus des ramions des differentes commissions
de la G.S.E.?

27
trés bien preévenus C O 1
assez bien prévenus D 2
Prévenus parfois ) 3
Pas du tout prévenus 3 4

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

Oui Non
D D
1 0

29. Si (oui) a la question precédente consultez-vous le compte rendu?

trés souvent souvent parfois rarement Jamais
29 T > D G— >
1 2 3 4 5

’ . ] “ : Iy ~
30. Est-ce-que vous detenez toutes les informations necessaires a
l'accomplissement de votre travail?

Oui Non
30 (G 3
1 0

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

trés souvent souvent parfois rarement jamais
31 D G 2 (G G
1 2 3 4 5

32. Lorsque vous assistez a des reunions vous informant sur les performances
de votre unite (entreprise) &tes-vous d'accord avec ce qui est dit?

tres souvent souvent parfois rarement Jjamais

32 G > — o G
1 2 3 a 5



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

excellentes bonnes assez bonnes mauvaises tres
mauvaises
33 D DO D (G D
1 2 3 4 5
*Cadres et membre du CDU , pour autres catégories veuillez poursuivre

a la question (51) §v P

———

34. Pouvrez-vous me preciser en moins de cing (5) lignes quel est 1l'avantage
d'avoir une bonne communication au sein de l'entreprise

35, Est-ce-que des manuels d'information concernant 1l'entreprise (unite)
sont distribue = a

aucun employé 3%:::3 4
quelques employe€s 3 3
Beaucoup d'employes /D 2
Tous les employes 3 1

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

Beaucoup d'interet assez d'interet aucun interet
35 A G o
1 2 3

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

Oui Non
37
:3?)
1

38. Si vous avez repondug) (non) a la question precedente quels sont selon
vous les domaines qui peuvent étre ameliores?



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

Oui Non
39 (O D
1 0]

40. Si vous avez repondu (non) a la question precedente quels sont selon
vous les domaines qui peuvent étre ameliorés?

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

oui tout a fait ouli souvent cela dépend rarement pas du tout
41 S _— o |G G
1 2 3 4 5

42, Comment caractépisez—vous les relations entre la tutelle et votre
entreprise/unite dans le domaine de la communication?

excellentes bonnes assez bonnes mauvaises trés mauvaises
a0 D - CD — D (G
1 2 3 a4 5

43. Pensez-vous que les representants des travailleurs ont les connaissances
et compétences necessaires pour gérer durant les differentes reunions
que vous tenez?

Oui Non
43 O (]
1l 0

44, Si vous avez repondu (non) a la questlon precedente qQuels sont en
général les domaines ou vous considerez qu'une amelioration serait
souhaitable dans le future?

45. Considérez-vous que les possibilites de promotion dans cette entreprise
sont:
tres bonnes bonnes assez bonnes mauvaises tres mauvaises

45 (G G — 5 G

1 2 3 4 5



46.

47.

48.

49,

50.

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

Avez-vous des difficutés pour collecter les informations nécessaires a
l'accomplissement de votre tache?

tres souvent assez souvent parfois rarement pas du tout
7 - — — -— D
1 2 3 4 5

Pensez-vous qu'il vy a assez de contact horizontalements (les differents
départements n'hésitent pas a €changer des informations)

Oui Non
a8 —
1 0

Quels sont les domaines dont les travailleurs desirent le plus d'information?

Pensez-vous que lorsaque les travailleurs demandent beaucoup d'information
cela retarde quelque neu leprocessus de decision et de ce fait une
réduction de l'efficacite de l'unite/entreprise en resulte?

oui tout a fait parfois absolument pas

(G- (S —
1 2 3

50



*Cette sectlon (51) a (60) concerne les membres du syndicat seulement,
pour non—membres veuillez reprendre le questionnaire a la question (61) SVP:-

51.

52.

53.

54.

55.

56.

En general est- —-Cé que vous pergevez que vous detenez toutes les
informations nécéssaires a l'accomplissement de votre tache en tant que
représentant?

Oui Non
51
CD?
1

Si vous avez repondu négativement a la question précédente quels sont les
domaines evla direction hesite a fournir des informations?

Domaine financier C;%:] 1

" social G -
Projets futurs concernant l'unité/entreprise (G 3
Domaine de la formation D a4
Autres (specifier) D s

Dans quelle catégorie placez-vous vos relations avec la direction dans le
domaine de la communication?

excellentes bonnes assez bonnes mauvaises tres mauvaises
53 DO — —) (— —
1 2 3 4 5

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

tkes souvent souvent parfois rarement Jjamais
54 — — — D -—
1 2 3 4 5

Quels sont les reclamations que les employés vous referent le plus souvent?

- e e em e mn e e em e wm TR SN G mm em v e ew e Ee e e Em e e wmes e e e e e e me e wm e e

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

trés amélioreée assez amelioree aucun changement regressee

56 — — D D
1 2 3 4



57.

58.

59.

60.

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

Oui Non
57 (D o
1 0

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

58
la direction genérale o 1
la tutelle o 2
autres (specifier) - - - = - -« - - - £ 3
En cas de conflit avec la direction est ce qu'il y a arbitration
59
de la direction generale CO 1
de la Tutelle ) 2
de la direction generale en consultation
avec la tutelle O 3

Pensez-vous que votre companie applique les recommendations de
la tutelle assez rapidement?

Oui Non

e

10.



Attitudes a l'egard de la participation

11.

Dans quelle mesure étes-vous d'accord avec les affirmations ci-dessous
en ce qui concerne l'introduction d'un systéme de gestion participatif?

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

61.

62.

63.

64.

65.

66.

67.

Une gestion plus efficace

Tout a fait Dans une certaine mesure
61 D D
1 2

Une plus grande égalisation du pouvoir

, Tout a fait Dans une certaine mesure
62 (] D
1 2

Une amelioration des conditions de travail

Tout- a fait Dans une certaine mesure
63 (S o
1 2

Une diminution du pouvoir des hauts echelons

Tout a fait Dans une certaine mesure
64 > D
1 2

Une plus grande securite d'emploi

Tout a fait Dans une certaine mesure
65 ] —
1 2

Un meilleur flot d'informations au sein de 1l'entreprise

Tout a fait Dans une certaine mesure
66 —c ™
1 2

Une plus grande satisfaction materielle

Tout a fait Dans une certaine mesure
67 — D
1 2

Pas du tout

_—
3

Pas du tout
—
3

Pas du tout

S
3

Pas du tout
D
3

Pas du tout

—
3

Pas du tout

—
'3

Pas du tout

(W
3

1’.



68.

69.

70.

71.

72.

73.

74.

75.

12.

Une plus grande satisfaction morale

Tout a fait Dans une certaine mesure Pas du tout
68 — _— (G
1 2 3

Un meilleur climat dans 1'entreprise

Tout a fait Dans une certaine mesure Pas du tout
69 > — D
1 2 3

Rendu les travailleurs plus conscients de leurs responsabilités

Tout a fait Dans une certaine mesure Pas du tout
70 D — (S
1 2 3

Rendu les décisions plus acceptables

Tout é fait Dans une certaine mesure Pas du tout
71 D | G (]
1 2 3

Perdu un temps précieux pour prendre les decisions qui s'imposent

Tout a fait ' Dans une certaine mesure Pas du tout
72 D Do D
1 2 3

Rajoute a la 'Bureaucracie’

Tout a fait Dans une certaine mesure Pas du tout
73 — G (]
1 2 3

Meilleur flot de communication au niveau de l'unité/entreprise

Tout a fait Dans une certaine mesure Pas du tout
74 2 o —
1 2 3

Ameliore la qualite des décisions

Tout a fait Dans une certaine mesure Pas du tout

75 G — >
1 2 3



13.

76. Elimine les conflits graves

Tout a fait Dans une certain¢ mesure Pas du tout
76 —_ — —
1 2 3

s e <.’ e . /
77. Diminue la qualite des decisions car certains employes n'ont pas les
competences necessaires dans cette unite

Tout a fait Dans une certaine mesure Pas du tout

77 — —3 G
1 2 3



Evaluation de la distribution d'influence

14.

Pour chaque catégorie (a) a (f) sur la colonne de gauche, veuillez S.V.P. mettre

un cercle autour de la réponse qui correspond le plus.

Par example si vous

considerez que les cadres ont en general une influence moyenne dans le processus
de deécision vous mettriez un cercle autour du numero (3).

79A. En genéral quel est le degree d'influence que les groupes suivants

éxercent dans le processus de decision?

echelle Enormement assez grande une influence un peu Pas du tout
Categories d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de 1 2 3 4 5
la G.S.E.
e. Ministére de 1 2 3 4 5
Tutelle
f. Direction
generale 1 -2 3 4 5

En général quel est le degre d'influence que les groupes suivants devraient

exercer dans le processus de decision?

79B. Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Exécution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5




80A Quel est le degré d'influence que les groupes suivants exercent dans
les decisions concernant la formation du personnel?

15.

Enormement assez grande | une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. D%rgction
generale 1 2 3 4 5
80B. §elon vous quel est le degré 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'influence d'influence
a. Cadres 1 2 3 4 S
b. Maitrise 1 2 3 4 S
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 S
f. Direction
generale 1 2 3 4 5




16.

81A. Quel est le degre d'influence que les groupes suivants exercent dans
les 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
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5

81B. Selon vous quel est le degré d'influence que les groupes suivants devraient
exercer dans le 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
a. Cadres 1 2 3 a4 S
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5




17.

82A. Quel est le degré d'influence que les groupes suivants exercent dans les

décisions concernant la promotion?

Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 S
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5
82B. Selon vous quel est le degré d'influence que les groupes suivants devraient
exercer dans les décisions concernant la promotion?
Enormément assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
"e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
genérale 1 2 3 4 5




18.

g83A. Quel est le 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
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 :} 5
c. Execution 1 2 3 4 5
organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
geéneérale 1 2 3 4 5
83B. Selon vous quel est le degré d'influence que les groupes suivants devraient
éxercer dans les décisions concernant la création d'un nouveau departement?
Enorméement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
genérale 1 2 3 4 5




84A. Quel est le degré d'influence que les groupes suivants exercent dans

les decisions concernant la distribution de bénéfices?

19.

/

Enormément assez grande une influence un peu Pas du tout
d'influence | influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Exécution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministére de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5
84B. §elon vous quel est le degré d'influence que les groupes suivants devraient
exercer dans les décisions concernant la distribution de benefices?
Enormément assez grande une influence un peu Pas du tout
d'influence | influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Exécution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
‘.' -
"e. Ministere de
Tutelle 1 2 3 4 5
i
1f. Direction
génerale 1 2 3 4 5




20.

85A. Quel est le degré d'influence que les groupes suivants éxercent dans les

décisions concernant le remplacement de l'outillage?

Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1l 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Exécution 1 2 3 4 5
d. organes de
| la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
[
f. Direction
generale 1 2 3 4 5
\ .
‘ 85B. Selon vous quel est le degré d'influence que les groupes suivants devraient
‘exercer dans les décisions concernant le remplacement de 1'outillage?
Enormeément assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
| a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
,"
e. Ministeére de
Tutelle 1 2 3 4 5
|
. f. Direction
| generale 1 2 3 4 5




21,

86A. Quel est le degré d'influence que les groupes suivants exercent dans les
decisions concernant les régles d'hygiéne et de securite?

Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministére de
Tutelle 1 2 3 4 5
f. Direction
génerale 1 2 3 4 5
86B. Selon vous quel est le degre d'influence que les groupes suivants devraient
exercer dans les décisions concernant les régles d'hygiene et de securite?
Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1l 2 3 4 5
c. Exécution 1 2 3 a 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5




22.

87A. Quel est le degré d'influence que les groupes suivants exercent dans les
décisions concernant 1'introduction de Nouveaux Produits?

Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a., Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
4. organes de
la G.S.E. 1 2 3 4 5
e. Ministére de
‘ Tutelle 1 2 3 4 ]
L
¢
f. Direction
genérale 1 2 3 4 5
T 87B. Selon vous quel est le degré d'influence que les groupes suivants devraient
éxercer dans les decisions concernant 1l'introduction de nouveaux produits?
Enormement assez grande une influence un peu Pas du tout
. d'influence | influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
1
‘b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
f d. organes de
la G.S.E. 1 2 3 4 5
o
(e. Ministere de
l Tutelle 1 2 3 4 5
]f. Dirgction
; generale 1 2 3 4 S




—_—:

23.

88A. Quel est le degré d'influence que les groupes suivants exercent dans les
decisions concernant les nouveaux investissements?
Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 a 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministére de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 a 5
88B. Selon vous quel est le degré d'influence que les groupes suivants devraient
exercer dans les décisions concernant. les nouveaux investissements?
Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5




24,

89A. Quel est le degré 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
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 ]
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministére de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5
89B. Selon vous quel est le degré d'influence que les groupes suivants devraient
exercer dans les decisions concernan:t la repartition des taches?
Enormement assez grande une influence un peu Pas du tout
d'influence | influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 a 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 a ()
e. Ministere de
Tutelle 1 2 3 4 5
f. D@rgction
generale 1 2 3 a 5




25.

90A. Quel est le degré 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'influence d'influence
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
' d. organes de
| la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
generale 1 2 3 4 5
% 90B. Selon vous quel est le degré d'influence que les groupes suivants devraient
exercer dans les décisions concernant la fixation des plans de production
annuels?
Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
!
a. Cadres 1 2 3 4 5
b. Maitrise 1 2 3 4 5
c. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 a 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
genérale 1 2 3 a 5




26.

91A. Quel est le degre d'influence que les groupes suivants exercent dans
decisions concernant Recrutements et Licenciements?

les

Enormement assez grande une influence un peu Pas du tout
d'influence influence moyenne d'influence d'influence
a. Cadres 1 2 3 4 S
b. Maitrise 1 2 3 4 5
c¢. Execution 1 2 3 4 5
d. organes de
la G.S.E. 1 2 3 4 5
e. Ministere de
Tutelle 1 2 3 4 5
f. Direction
genérale 1 2 3 4 5
91B. Selon vous quel est le degré d'influence que les groupes suivants devraient
exercer 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
a. Cadres 1 2 3 4 S
b. Maitrise 1 2 3 4 S
c. Execution 1 2 3 a 5
d. organes de
la G.S.E. 1 2 3 4 5
4 . -
e. Ministere de
Tutelle 1 2 3 4 5
f. D}rection
generale 1 2 3 4 5
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