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PAPER GIVEN BY THE PREMIER, DON DUNSTAN, AT INTERNATIONAL INDUSTRIAL CONFERENCE, 

ADELAIDE, MONDAY MAY 29th, 1978. 

Your Excellency, distinguished guests, my Parliamentary colleagues, ladies and 

gentlemen. 

I t gives re tremendous sat isfact ion to welcome you to this conference on industrial 

democracy, and I hope this week of learning, discussion and debate wil l be an 

enjoyable as well as a productive experience. 

Si nee 1972 the South Australian Government has endeavoured to encourage management 

and trade unions to give attention to - and consider carefully - the issues involved 

in industrial democracy. 

We fe l t that a conference such as th i s , which brought together viewpoints on 

industrial democracy from all sections of Australian industry, as well as inform-

ation on developments in European countries which have had more experience than 

ourselves, would be an invaluable aid to further development. 

The opportunity to attend this conference was given to al l in Austral ia. The 

overwhelming response demonstrates very clearly just how widespread i s the 

interest not only in this State but throughout this country. 

Indeed, the response has been so great that we have had to expand our f a c i l i t i e s 

to cater for several hundred more registrants than or ig ina l l y anticipated - as 

well as turn down more than 200 applications to attend. I would l ike to take this 

opportunity to apologise for those we were unable to accommodate. 

Po l i t i c ians , whatever their pol i t ical persuasion, are concerned with developing 

and shaping society in particular ways. My Government has always made quite clear 

our view that concern for democracy l ie s at the very heart of our philosophy. 

We are a c i v i l l ibertar ian government and we believe that people should have an 

effective say in the decisions affecting their l i ves. But we know only too well 

that preservation of that democracy requires constant care and attention. 

In our current economic situation i t i s more vital than ever that our industries 

and our public administration are as. eff ic ient as possible. There are those who 

believe that giving employees any real involvement in their organisation wi l l lead 

to a decrease in efficiency. I cannot accept this viewpoint especially in the 

l i ght of the economic success of such countries as West Germany and Sweden. 
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No organisation can be optimally eff ic ient without the wholehearted support of 

the people working in i t . This support wil l not be achieved unless the 

enthusiasm, the interest and the potential of every worker is realised by the 

organisation in which he or she i s employed. 

I t i s impossible to tap these attributes without creating avenues of real 

involvement. I believe that democracy at work i s an essential pre-requisite to 

the most-efficient operation of any organisation. 

There are few areas that have a greater impact upon the l ives of people than their 

work place. Not only is their economic and social status partly determined by 

workplace relations but there is overwhelming evidence that what happens at work 

can affect employees' physical and mental well being, and their relationships with 

family and friends. 

Often the degree of apathy or alienation people experience at work can condition 

people's attitudes towards society at large. I t i s because of the pervasive 

influence that our working environment has on our l ives that my Government believes 

fundamental reforms should be brought about in the employment relationship -

through i n d u s t r i a l democracy. 

However, when we look at the situation that exists in our factories and of f ices, 

what do we f ind? All too often the work place i s characterised by a lack of 

stimulation, a sense of l i t t l e or no involvement by workers with what i s happen-

ing around them. There are often, few, i f any opportunities, for workers to 

influence their own immediate circumstances and there i s a prevail ing sense that 

individuals are simply the object of circumstances wholly determined and decided 

by others remote from themselves. 

I t i s small wonder that such feelings of alienation may be translated into 

increased labour turnover and absenteeism, and a decrease in productivity. But 

our experience reveals that the majority of workers wish to contribute in one 

way or another to the formulation or making of decisions that affect them in the 

workplace. 

« 

In 1972 my Government began to look closely at the ways and means by which this 

s ituation could be remedied. From the outset we recognised that r ig id pol ic ies 

would not be appropriate. Rather, we fe l t that management and trade unions should 

be examining the issues. 
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On our part, the Government was content to offer for consideration, principles 

which were suited to the contemporary level of development. We were wi l l ing 

to learn from our mistakes and to modify our ideas as and when we had further 

experience.; The Government's development of.policy i s an example of how 

industrial democracy i t s e l f must occur. Adaptations take place as experience 

grows. 

The policy my Government has adopted i s that put forward by our Tripartite 

Committee on Industrial Democracy. This Committee epitomises the approach the 

Government i s anxious to foster. I t comprises employers, trades unionists and 

public servants, who col lect ively advise the Government. 

^ Let me now give you that committee's definit ion of industrial democracy, which I 

wholeheartedly endorse. " Industr ial democracy i s concerned primarily with 

providing employees with the opportunity, and the r ight, to influence decisions 

within their work organisation." 

I would part icularly l i ke to draw your attention to the fact that industrial 

democracy i s concerned with providing opportunities and r ights. I t i s not 

concerned with the adoption of coercive means or of compelling workers to accept 

any particular principles and practices. 

South Australia is a relat ively small State. Nevertheless our industries and 

public administration are very diverse. My Government i s not, nor does i t intend 

to be, in any way prescriptive as to the forms and systems vhich might be 

W developed. 

The needs of different workplaces and the needs of the people who work within 

them may di f fer considerably. We have stressed the necessity for f lex ible 

arrangements and expressed our desire that a range of i n i t i a t i ves be undertaken 

so that the broadest possible experience can be gained. 

Although we hope there will be different approaches we recognise that there are 

three levels within an organisation at which development of industrial democracy 

can and should take place. They are (1) the workplace level , (2).the factory 

or branch level, and (3) the organisation as a whole. 

The best results wil l be gained by workers, as well as employers and the community 

at large, when elements of industrial democracy have been developed at al l of 

these levels. Indeed, we believe that representative systems l ike works councils, 

shop committees and jo int management committees may be usefully involved 
OVER PAGE 
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in many areas. These would include the selection of new personnel, 

promotion, t ra in ing, organisation, the allocation of tasks, the attendance-time 

policy, the administration of safety, health and welfare pol ic ies and the 

development of the work environment. 

The period between the f i r s t i n i t i a t i ve and the point when such an overall 

arrangement i s achieved will vary between organisations. When one considers the 

s ign i f icant changes needed in the relationships between employees and their 

managers, i t i s appropriate that this should be so. Just as we do not propose 

to laydown a blueprint or model for industrial democracy developments, neither 

do we intend to prescribe the level that should be approached f i r s t . 

In some instances i t may be more useful to tackle the immediate problems of job 

d issat i s fact ion at particular work s i tes . In others, i t may be better to develop 

a process of jo int decision-making to deal with plant-wide issues. In yet 

others, involvement at the policy making level may be the most appropriate 

start ing point. In South Australia we already have some examples of each of 

these. 

Aside: 

INDUSTRIAL RELATIONS IMPLICATIONS. 

Our experiences have already raised a number of issues which have industrial 

relations implications. This i s not surpr is ing because industrial democracy i s an 

V^ extension of traditional industrial relationships. 

The f i r s t of these i s access to information. I t i s plain that access to accurate 

information in an organisation i s an essential pre-requisite to decision-making and 

understanding, but a l l too often the "grapevine" is the only method by which 

information i s received. A1 ready a number of organisations have begun to do some-

thing about this and are actively developing better systems by which information 

passes between management and workers. This i s to be applauded. 

The second area i§ that of education - to ensure that knowledge gained can be 

effectively used and the opportunities for involvement that are being opened up, 

are effectively grasped. Within our Government area the Department of Further 

Education, the Public Service Board and the Unit for Industrial Democracy, are 

al l involved in programmes of education. The Trade Union Training Authority 

and the Workers Education Association are also providing extensive education 
fac i l i t ies ' . /c. 
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I t i s essential to understand that an extensive education programme for 

persons at all levels of the organisation - from top management to shop 

floor and office workers i s a necessary pre-requisite to the introduction 

of an effective programme of industr ial democracy. One of the things we 

have learned from our experience i s that education for industrial democracy 

should involve a phase of separate training for employees and managers before 

they become involved in joint education. 

I t i s also important that workers as well as managers do not suffer any 

financial loss when taking advantage of the educational opportunities being 

made available. My Government has already moved in this area with provision 

for study leave for s ta f f in al l Government departments. A number of private 

employers have also realised the necessity for such an approach and are 

granting s imilar leave to their employees. 

However, the area which under exist ing conditions i s of most crucial important 

i s that of job security. Investigations are currently being undertaken as to how 

better provisions might be made for job security and redundancy. But actions that 

any one of the Australian States may take can never be as effective as concerted 

action from the Federal Government. 

I t i s unfortunate that the Federal Government and some of the other States have 

not placed a higher pr ior i ty on job security and redundancy measures. 

Like shareholders, employees make a substantial investment in the enterprise or 

organisation in which they work. I think i t i s an appalling s ituation for an 

advanced industr ia l i sed society to tolerate the many instances where employees 

who have invested a large part of their working l ives in an organisation receive 

one weeksnotice of dismissal with l i t t l e or no compensation. 

I propose to approach the Federal and other State Governments in an attempt to 

have this aspect of our employment relationship improved so that i t more 

readily accords with the last quarter of the twentieth century. 

The emergence of these issues - access to information, education and job 

security - i s not unique. I t i s a reflection within South Austral ia of issues 

that have already occurred and are being tackled in Western Europe. I look 

forward with great interest in hearing from our European guests on the latest 

developments in these matters. 
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LEGISLATION. 

Any consideration of the steps that organisations may take to foster 

developments in industrial democracy raises the question of leg i s la t ion. No 

aspect of industrial democracy has caused more ill-formed and po l i t i ca l l y 

motivated scaremongering than the role that leg is lat ion may or may not take. 

Overseas, the leg i s lat ive spectrum ranges from none at all to very specif ic 

compulsory requirements. What can be discerned from leg i s lat ion enacted else-

where i s that there are different means which may be employed. 

The f i r s t of these is what one may call 'prescr ipt ive ' leg i s lat ion. Such 

^ leg i s lat ion places a mandatory requirement on organisations to carry out quite 

specif ic actions. The most widely known example of this i s probably the West 

German leg i s lat ion on Co-determination and Works Constitution. These Acts set 

up respectively Employee Directors and Works Councils - and specify the s ize, 

r ights, duties and respons ib i l i t ies in quite exp l ic i t detai l s . 

The second type of leg i s lat ion i s ' faci 1 i tat ive ' leg i s lat ion. This i s aimed at 

providing leg i s lat ive support when, and not unt i l , employees and management within 

an organisation request that such support be provided. 

Perhaps the most interesting example of this comes from Norway, where quite 

recently leg i s lat ion has been enacted with the objective of directly improving 

physical and psychological features of individual jobs in industry. As I 

understand this leg i s la t ion, nothing i s put into operation until i t i s requested 

from within any particular organisation. I am sure that Dr. Skard wil l have 

something to say on th i s . 

The third type of leg is lat ion i s concerned with removing legal barriers to the 

development of industrial democracy. 

I wish to make i t quite clear that'tfie only leg i s lat ion my Government proposes to 

introduce wil l be of the second and third types. Indeed, there are some examples 

of these on our statute books. 

The Industries Assistance Act, for instance, was amended to allow the Government 

to provide assistance to companies that decide to introduce degreesof employee 

ownership. 
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For the Act to be applied, the owners of the company in question must already 

have agreed with their employees on the form of ownership and management to be 

developed, without any influence from the Government. 

Aside: 

Recently Minda Home (an inst i tut ion for the mentally retarded, which employes 

some 400 people) changed the membership of their Board to include two directors 

elected from and by the staf f of the inst i tut ion. I t appears that under the 

Associations Incorporation Act of this State there i s a pos s ib i l i t y that any 

decision in which worker directors are involved could be challenged at law. 

This s ituation i s being examined and the Government proposes to introduce 

amendments to this Act to ensure that worker directors wil l be placed on 

exactly the same footing as the other directors at Minda. 

There i s another area where leg i s lat ion may prove necessary. In Austra l ia, 

industrial relations i s conducted within the concil iation and arbitration 

system established by the laws of the Commonwealth and the States. 

With a few notable exceptions, decisions of these tribunals reflect their 

limited powers and the traditional interpretations of what are ' industr ia l 

matters '. 

As more and more industrial democracy agreements are worked out between management 

and trades unions, industrial agreements covering a much wider range of issues 

will become more common. As a result there may be a need to review the 

Conciliation and Arbitration Acts, to ensure that this development i s not 

s t i f l ed . I expect Dr. Isaac wil l provide some interesting ins ights into th i s 

matter. The ideas I have just been describing have emerged from our experience 

in South Austral ia. I shall now review some of the developments that have taken 

place in the private and public sectors and indicate some l ike ly future development 

Two-thirds of the work force of this State are employed in the private sector. 

Clearly this i s the major sector of the State ' s economy. However, my Government 

believes that industrial democracy in i t i a t i ves should not only develop within the 

private sector but that we should demonstrate our commitment by introducing forms 

of industrial democracy in the public sector where the other third of the work 

force i s employed. So that my.remarks on future developments cannot be 

misunderstood - or distorted - I shall talk about the private and public 

sectors separately. F i r s t , the public sector. 
OVER PAGE Dunstan Collection, Special Collections, Flinders University Library.
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THE PUBLIC SECTOR. 

As I have pointed out we do not believe in imposing any form of industr ial 

democracy on our employees. Nor do we believe in imposing traditional forms 

of1 management control. Our intention i s to provide employees with a choice 

of organisation allowing for their greater involvement. 

Already, within a number of public service departments industrial democracy in 

one form or. another i s being introduced by agreement between management and 

staff . In a s ign i f icant proportion of the remainder, consideration i s being 

given as to what might be the most useful approach to su i t particular circum-

stances . 

The most common form of industrial democracy that has been introduced in department 

i s the jo int management-employee council. Some of these councils have decision 

making powers but the majority are s t i l l consultative bodies. 

In some departments s taf f representatives have become involved in the selection 

of new s ta f f , including senior appointments. In other department, emphasis has 

been given to the training and development of exist ing s ta f f , with representatives 

of both management and s ta f f being responsible for developing and implementing 

training programmes. 

In other instances s ta f f representatives have been involved in the preparation and 

allocation of funds allocated to the department. Already this action has 

progressed beyond mere involvement in the preparation of budgets, to consideration 

of how sections of departments might be given the power, through joint decision 

making actually to approve of the disbursement of the funds allocated to them. 

However, our valuable experience within the public service to date has indicated 

a number of areas where the consultative form of industrial democracy requires 

further development. In part icular, consultation has not suf f ic ient ly involved 

employees on low c la s s i f i cat ions , in which we find the majority of female and 

young workers. This reflects overseas experience with the consultative form of 

industrial democracy. 

Constraints in the exist ing system have been identif ied. A major constraint i s the 

exist ing Public Service Act and the attitudes i t engenders. 

. . . / 9 . . 
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This Act needs to be based upon modern management pr inciples, which necessarily 

include principles of industrial democracy. 

Instead i t i s predicated upon principles more suited to a by-gone era. 

The Public Service Act wi l l be thoroughly revised. - Some of the amendments 

wil l relate to industrial democracy. Ways in which the Act might fac i l i tate 

industrial democracy are being mapped out. A public service more attuned to the 

community's requirements and better able to realise the maximum potential 

of i t s employees i s a top pr ior i ty of this Government. 

The Act needs to be changed so that the Public Service Board and Permanent Heads 

have a statutory responsibi l i ty to delegate powers, and the ab i l i t y to revoke 

delegation uni lateral ly should be limited. 

The Board and Permanent Heads should have a statutory responsibi l i ty to consult 

about industrial democracy programmes with employees and their union representa-

t1 ves. 

We are currently working on the establishment of employee rights for access to 

information. 

Employee rights need to be established for access to information, for access to 

their own personal records,aid on provisions relating to d isc ip l ine and for 

involvement in s taf f selection through representatives. Fundamental to the 

exercise of these rights i s the absence of fear or recrimination. Addressing 

i t s e l f to this problem my Tripart ite Committee said : 

"When employees exercise opportunities to influence decisions 

at their workplace they should be able to do so without fear 

of victimisation or recrimination. I f employees cannot part-

icipate in decision-making in an open and reasonable way i t 

wi l l h ighl ight employee inequality at the workplce and inh ib i t 

employees from concerning themselves with matters of importance". 

Through greater employee involvement I believe our public service wil l be subject 

to greater scrutiny from within. The public service wil l also have to account 

publicly for a wider range of their act iv i t ies than at present. 

These two forms of greater scrutiny - internal and external - should lead to 

greater efficiency and high job sat isfact ion. I t wi l l be a good example, OVER PA 
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I believe, of how a power sharing approach can be placed in a responsible 

context. 

Shortly I propose to meet with the Public Service Board and Heads of al l 

Departments to discuss the importance and signif icance of these developments. 

I intend to indicate the pr ior i ty that the Government attaches to industr ial 

democracy and to explain the necessity of moving from what i s basical ly a 

consultative phase to a process of jo int decision-making between management and 

employees. 

Organisational change in the public service should be based on the development of 

joint decision-making and self-managing, work groups. 

For instance, at present in South Austral ia i t i s not legal ly possible to have 

semi autonomous work groups in the public service. Under the Act i t i s only 

possible to delegate to an of f icer , rather than a group of o f f icers . The Act 

needs to be changed to that we can open up the opportunity for meaningful 

industr ial democracy s ituations and semi autonomous work groups to develop. This 

i s one of the several minor - but s ign i f icant changes we are considering. 

A number of our major statutory authorities have also given consideration to 

establishing forms of industrial democracy. Again, a variety of developments 

have taken place. In some authorities employees have been elected to boards. 

In others, agreements have been negotiated between management, employees and 

their unions on part icular issues which wil l further industrial democracy 

developments. For example, the recent amendment to the award covering Fire 

Brigade employees provided for paid absentees to attend Trade Union Authority 

Courses. This was a direct consequence of discusions relating to the develop-

ment of industrial democracy in the f i re service. 

Some authorities have concentrated their efforts at the work place level. These 

developments have centred upon jo int consultation and the improvement of job 

sat isfact ion. 

Withi n statutory authorities i t i s the Government's intention to provide 

opportunities for employee involvement at the work place, the management level 

and, when ful l consultative systems have been established - and when i t i s sought 

by employees - at the board level also. 

. / I I 
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THE PRIVATE SECTOR. 

In the private sector a number of companies have already taken steps to provide 

greater opportunities for employee involvement. Some of these have been 

developed with the assistance of the Unit for Industrial Democracy. Many more 

have been developed by the companies themselves. 

Unfortunately, though understandably, many of these companies are reluctant to 

release information on their actions as they fear that their developments may be 

prejudiced. I hope in the informal discussions which wil l take place during this 

conference many of you wil l be able to learn more about these developments. 

There are signs that Australian management is changing i t s attitudes towards 

industrial democracy. Only two weeks ago the South Australian Inst itute of 

Management released a Position Statement on Worker Participation which said: 

"All organisations should give serious consideration to the 

growing trend towards increased 'part ic ipat ion ' taking into 

account the benefits to both the individual workers and the 

total organisation a l ike. " 

Earl ier this year Mr. George Pol i tes, Director General of the National Employers 

Industrial Council, appealed to Australian employers not to follow the negative 

approach of their counterparts in the United Kingdom. He sa id : 

"Large sections of the community have decided that certain 

rights once considered inherent in the ownership of property 

are no longer acceptable. Community attitudes in this 

respect have changed and are continuing to change and there 

i s no turning back the clock to what some may term the 

good old days. The issue of worker participation, i s 

therefore, not one of whether there should be more 

involvement of the work force but rather what form that 

invol vement wil l take." 

The present international economic climate i s the worst since the Great 

Depression of the 1930's. Like the worker concerned about his job security, 

some firms are focussing their attention on questions of surv ival . The 

severe pressures under which private industry i s operating have caused a number 

of organisations either to place a low pr ior i ty on industrial democracy in i t i a t i ves 

or adopt a'negative stance towards industrial democracy. This i s unfortunate, 
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and I believe shortsighted. 

Aside: 

There are, of course, exceptions to th i s , within South Austral ia and in other 

States. The more progressive elements within Australian management have 

adopted the view that they wil l only be able to cope with increased economic 

pressures and the changing values of the work force i f they involve their employees 

in decisions which previously were the sole prerogative of management. 

Companies which have adopted this stance are l ike ly to be in a better position 

to cope with the inevitable restructuring of the Australian manufacturing 

industry. I t i s d i f f i cu l t to conceive that restructuring can occur in any 
w rational way without the ful l support and involvement of employees and this can 

only be done through industrial democracy programmes. 

The high level of unemployment and the number of retrenchments that have taken 

place have led to considerable pressures from trades unions for greater access to 

information and the introduction of job security and redundancy measures. These 

matters are extremely important - indeed many trade unions take the view that 

access to information and better job security are necessary pre-conditions for 

industrial democracy. 

The Tripartite committees, to which I referred ear l ier , wil l be asked to report to 

the Government on ways in which South Austral ia should attempt to deal with job 

V ^ security and access to information questions. All areas of industry, the trade 

union movement and the workforce have a responsibi l i ty to make their views known 

to these committees. 

Apart from the need to cope with re-structuring in industry there are a number 

of other factors at work which are leading to development of forms of industrial 

democracy in the private sector. There i s pressure from employees, there are 

in i t ia t i ves being undertaken by progressive managers, and there are a number of 

instances of European multi-national companies adopting s imilar programmes to 

those adopted in t.he country of their head off ice. 

There i s considerable pressure being exerted by a number of trade unions represent-

ing white col lar workers, and las t year the A.C.T.U. adopted an industr ial 

democracy policy and i s in the process of making approaches to some large 

companies in private industry. 
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I t i s not the intention of my Government to add to these pressures. Our role 

in the private sector i s quite clear. We wil l provide support and encouragement 

to employees, to trades unions, to management and to companies wishing to 

dvelop forms of industrial democracy. We wil l seek to remove any constraints 

which exist that may hinder those developments. We can, and w i l l , provide 

resources to as s i s t companies who feel they need spec ia l i s t help. F inal ly, 

we wil l demonstrate through our programmes in the public sector the benefits 

that industry can gain from the implementation of industrial democracy programmes. 

CONCLUSION. 

At present public and private work organisations are often characterised by low 

levels of t rust , by the under ut i l i sa t ion of people's ab i l i t i e s , and by values 

and routines which neglect the human element and foster employee d i s sat i s fact ion. 

The South Australian Government believes that industrial democracy programmes wil l 

help develop positive attitudes among directors, shareholders, management, 

employees and trades union o f f i c i a l s about the aims and objectives of their 

work organisations. 

We recognise, however, that management and employees maybe interested in 

industrial democracy for different reasons. But the absence of a common motive 

should not be seen as an obstacle to achieving real benefits for al l concerned. 

The objective of this conference i s to provide a forum in which a range of 

different viewpoints will be put forward. We have attempted to provide a wide 

variety of topics, covering all the major aspects of industrial democracy. 

We have brought a number of speakers from overseas who, by recounting their 

experiences, wi l l give us some help in developing guidelines for our future. 

We have brought people who have been involved in particular i n i t i a t i ves here to 

give you the benefit of their experience. 

We have arranged sessions on some of the major considerations which wil l affect 

almost al l i n i t i a t i ves in one way or another. 

I t i s l i ke ly that the deliberations of this conference wil l lead to a number of 

new in i t i a t i ves by management and trades unions. This wil l not only be 

desirable but wil l be essential i f South Austral ia i s to cope with changing 

economic, technological and social forces. OVER PAGE 
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When the inst i tut ions of pol i t ica l democracy were developed, Austral ia, and 

in particular South Austral ia, led the world in many of those developments. 

South Austral ia i s leading the rest of Austral ia in the development of 

industrial democracy. But al l of Austral ia i s lagging behind the developments 

that have taken place in most of the advanced countries of Western Europe. 

I hope that the deliberations of th is conference wil l stimulate a number of 

people to emulate the pioneering s p i r i t of our forebears at the end of the las t 

century. 

The development of pol i t ical democracy took a long time and the development of 

industrial democracy may not develop much more quickly. However, the gradual 

pace that characterises most social change should not deter us from attempting 

to speed up the process. Australian society wil l only be truly democratic 

when the principles of industrial democracy are firmly implanted within i t . 
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Action at 3 levels 

Workplace level 

Fricker Brothers and Dynavac both of whom are represented in 

the conference have gone a long way towards shop floor involvement. 

An example in Statutory Authorities would be the Housing Trust, 

where in Parks and Gardens and in Transport small groups have 

been set up to discuss all manner of issues relevant to the 

particular localities. 

In Public Service Departments numerous examples. One such might 

be Residential and Treatment Services Section of D.C.W. where a 

number of issues of some significance have been tackled by the 

local group in particular a system of staff appraisal. . > 

Plant wide level 

In a large number of Public Service Departments Joint Councils 

in one form or another are in instances tackling a number of 

issues. Premier's is a case in point where the staff were involved 

in the appointment of the Deputy Director General. 

Board level 

A number of statutory authorities now have board representation by 

employees - examples are State Opera, State Theatre Company, 

Fire Brigade - another example outside the Statutory Authority 

area would be Minda Homes Inc. where there are 2 employee directors. 

Tripartite mechanisms 

The Tripartite Industrial Democracy Committee is only one example 

of how the Government has attempted .to bring Government employers 

and trade unions together to reach a consensus of advice to 

Government. Other examples are: 7 
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the Industrial R e g i o n s Advisory Council-

the Industrial Training Council; 

the industrial Safety, Health and W e lfare Board 
These are all ,„ r e o r l e s s p " 

this principle , • example on how 

youth employment. 

The Industrial Safety, Health and Welfare Act Sect, 
Act retires an employer to recog„iSe a J ' " " ^ 

employees in that particular or g a„ t h
 r e P r e S S n t a " - ^ 

to elect such a n o r « a » » a t i o n have banded together SUCJI a person. 

^2°£tsi£htedness 
Difficult economic stress^ i 

- in turn leads to either r Umour-mon eeri„ 8 " " " " " " " 

- — " < o . . become available Z Z l ^ T ^ 
(Chrysler). A c t i o n fll , l y 3 t fche l a s t moment ' nation also oaHc 
- — n s and ideas of e ^ — 

Of employees for an alternative action that m i g h t b e v a l u a . Iternatxve course of 
valuable to avoid dislocation. 

Dunstan Collection, Special Collections, Flinders University Library.


