




Gender discrimination was 

also bound to be 

predominant in Britain. 

Research, howeve1~ shows a greater degree of 

discrimination against Coloured than foreign White 

applicants, for example, an Indian or 'v\'est Indian 

applicant was discriminated against in 30% of the 

cases, while an Italian applicant faced discrimination 

in only I 0% of the cases. This suggests that 

discrimination in Britain was associated with racial 

rather than foreign origin . 

Gender discrimination was also predominant in 

Britain as is evident in the following statistics: 

A. in 1961 , out of 25.3 million people employed in 

Britain only 9 million were women; 

A. in 196 1, women formed only 17% of professional 

workers; 

A. in 1966, women formed less than I % of the total 

membership of the m~or professional accounting 

bodies; 

A. in 196 7, less than a third of all women in the 

workforce were in semi-skilled manual jobs; 
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A. the political and economic planning report of 

196 7 found that the ratio of men to women in the 

total workforce was 2: I against the income range 

of 20:1 : 

A. in 197 1, 25°o ofwomen were found in killed 

ca tegories of the workforce; 

A. in 197+. :.16% of women were found in skilled 

ca tegories of the workforce; and 

A. in 1980, 30°o of women were found in skilled 

categories of the workforce. 

The emph asis on programmes to counter racial 

and gender discrimination in Britain has shifted 

increasingly fi ·om the problem of overt discrimination 

to that of prO\·iding greater equality of opportuni ty or 

positive action. These are entirely directed towards 

persuasion and the removal of barriers in education, 

training and usual occupations for women and 

minorities. The emergence of a \·ast array of laws, 

gO\·crnment regulations, guidelines, court decisions, 

and interprctati\·c regulations, which affected the 

employmem and utilisation of disad\·antagcd groups 

are very significant. The most significant a pects of 

this are oudined in a summary reflected in the Table 

on page 40. 

The Department of Employment 
In the early 1970s, the Department of Employment 

set out fi\ ·e major conditions, oudining the necessity 

for the de\·elopment of a policy to promote 

employment equity in Britain . These \\·ere as foiJO\,·s: 

A. measures to promote employment eq ui ty were to 

be clearly stated and agreed by workers ' 

representatives and communicated to all 

employees in the institution: 

A. senior management were required to make it 

their duty to be associated with an employment 

equity policr This influenced the attitudes of line 

management and personnel management; 

A. the policy had to be efficiently supervised 

especially in multiple organisations in which 

branch, site or departmental management were 

allowed autonomy in matters of recruitment, 

training, promotion and dismissal; 

A. there had to be periodic feedback of information 

to senior management so that the efficacy of the 

policy could be assessed; and 

A. the policy had to be seen to work in practice. 

The department operates a race relations 

employment advisory service, which gives advice on 

practical steps to stimulate equality of opportunity, 

conducts research, keeps statistics and encou rages 

training of disadvantaged groups to promote 

employment equi ty in the workplace. 

Confederation of British Institutions 
The Confederation of British Institutions also played 

a significant role in the early 70s and required all 

institutions to formulate positive action poli ies aimed 

at achieving employment equity for disadvantaged 

groups. 



Institute of Personnel Management 
The Institute of Personnel Management in the UK 

acted upon these directives and issued a policy 

statement to its members, giving practical suggestions 

on how programmes to promote employment equity 

could be operated, and publicised suggestions on how 

problems involved in handling a multiracial 

workforce could be overcome. 

The Industrial Society 
The Industrial Society also played a major part since 

the 1970s in encouraging institutions to adopt 

employmen t equity policies by offering: 

A situation surveys on matters such as labour 

turnover and absenteeism in a wide range of 

institutions; 

A advice on recruitment, selection and promotion; 

A help on the implementation of an employment 

equity programme; 

A in-service training for managers and supervisors 

and information about the Race Relations Act; 

A help on managing a multiracial workforce; 

A courses for supervisors on the cultural 

backgrounds of immigrants and on-the-job 

courses in English; 

A a checklist on managing a multiracial workforce; 

and 

A advice concerning current interventions on race 

relations and anti-discrimination. 

The Equal Pay Ad of 1970 
The Equal Pay Act of 1970, administered by the 

Public Service Department, played a significant role 

in promoting employment equity. It aimed at 

bringing about equal pay for women and other terms 

of contract of employment such as holidays, holiday 

pay, bonus and sick pay. The other relevant body 

responsible for the implementation of this act was the 

Employment Opportunity Commission, which was 

also set up to investigate problems related to 

discrimination in the workplace; it also has the 

powers to obtain evidence and hear witnesses, issue 

non-discrimination notices, make recommendations 

for changes to promote equality of opportunity and 

investigate: 

A procedures and policies in promotion, training 

and recruitment; 

A provisions for pre-entry training for women 

returning to work; and 

A protective legislation prohibiting women from 

working the same hours and doing the same jobs 

as men. 

In the event of persistent discrimination by an 

employer, the Commission could apply to the court 

for an injunction to be granted against the employer 

to restrain him from furth er committing such acts. 

The Public Service Department 
In 1973, the Public Service Department issued a 

F ~ .E E ., 0 

The missing link to unlocking human 
potential on the lower levels of your 

organisation .... 

FREE TO GROW: LIFE SKILLS breaks the chains 
of low self-esteem and lack of self-confidence with 
positive spin-offs in the work place: 

+ empowers people to participate and communicate 
+ fosters healthy relationships 
+ awakens a sense of ownership 
+ identifies and develops leadership potential 
+ inspires pro-active self development 

This programme is: 

+ South African, developed for blue co.\).ar workers, 
service and admin. personnel and supervisors 

+ culturally sensitive 
+ available in eight S.A. languages 

In-house or train the trainer option available 

FREETOGROW 

Head Office: 
PO Box 1673 
Somerset West 
7129 

Tel 021 8524445 
Fax 021 8524599 

Branches at: 
CapeTown 
P.E. 
Johannesburg 
Pretoria 
Durban 
Windhoek 

P ' .OP .·.DYNAMICS TULY 1q<17 Q 



circular to all government departments to draw their 

attention to ensuring equality of treatment and 

opportunity. It suggested that measures to promote 

employment equity were to be included in staff 

management training courses and in interview 

appraisals. 

Rehabilitation of Offenders Act of 197 4 
There were also provisions relating to certain past 

convictions such as the Rehabilitation of Offenders 

Act of 1974, which provides that certain past 

convictions should not be regarded after the expiry 

of a rehabilitation period. 

The Equal Protection Act of 1975 
In 1975, the Equal Protection Act was passed which 

required men and women pe1forming equal work to 

receive equal pay. The Employment Protection Act 

also aimed at safe guarding jobs for women and 

providing some payment during maternity leave. 

The Race Relations Act of 1976 
In 1976, the Race Relations Act which played an 

equally important role in promoting employment 

equity became effective. This Act proved to be very 

effective and is therefore enforced to the present day. 

It provides for positive action to be taken where 

groups are under-represented in particular 

institutions. Positive action is the term used for 

measures taken under sections 3 7 and 38 of the Act, 

which enables employers, training bodies, trade 

unions and employers associations to: 

.&. encourage applicants for j obs or membership 

from people of a particular racial group; and 

.&. provide training to help place under-represented 

groups in particular work or posts. 

Three sections of the Race Rela tions Act relate to 

positive action: 

SECTION 35 covers access to facilities or 

services to m eet the special needs of persons of a 

particular racial group in rela tion to their education , 

training and welfare, empiO)lllent or any ancillary 

benefit. 

SECTION 37 allows training bodies to pro\·ide 

members of a particular racial group access to 

facilities for training for particular work or 

encouragement to take advantage of opportunities 

for doing that work when they ha\·e been under­

represented in that work at any time within the 

previous twelve months. 
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SECTIO N 38 allows employers to provide 

tra ining for their employees of a particular racial 

group, and encouragement to persons of a particular 

racial group, to take advantage of opportunities for 

work in which they have been under-represented. 

The Commission's code of practice 
In 1977, the Commission's Code of Practice (updated 

in 1988) recommended that employers adopt a 

Positive Action Policy, designed to ensure: 

.A. that no job applicant or employee received lc s 

favourable treatment than another on racial 

grounds; 

.A. that no applicant or employee was placed at a 

disadvantage by requirements or conditions 

which had a disproportionate effect on his or her 

racial group and which could not be shown to be 

j ustifiable on other than racial grounds; and 

.A. that where appropriate and permissible under the 

Race Relations Act, employees of under­

represented racial groups were given training and 

encouragement to achieve equality within the 

organisation. 
The code further recommended that an 

institution's policy statement be translated into a 

programme which conta ined the following steps: 

... responsibility for the policy wa to be allocated to 

a suitably qualified member of senior 

management; 
.A. the contents and implementation of the policy 

were to be discussed and agreed on with trade 

unions or employee representatives; 

.A. the-p-olicy-was to be made known to all 

employees and job applicants; 
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• training and guidance regarding the law and the 

institution's policy were to be provided for 

supervis01y staff and other relevant decision 

makers; 

• selection procedures and criteria were to be 

examined for indirect discriminatory effect and 

changed where this was found; and 

• the policy wa to be monitored through analysis 

of the ethnic origins of the workforce and job 

applicants. In order to demonstrate commitment 

to equality of opportunity it was recommended 

that where employers send literature to 

applicants, thi was to include a statement 

indicating that they were equal opportunity 

employers. 

A programme of action was developed in 1984, 

and updated in 1992, to achieve equality of 

opportunity for women employees. It required 

organisations and agencies to comply with the 

European Community Directives and with the Equal 

Opportunities Commission Code of Practice in 

Employment. 

T he programme of action also provided for 

'positive action', to allow steps to be taken which 

encouraged either men or women to apply for jobs in 

which their sex has been under-represented or to be 

given training to help them develop their potential. 

The office of the minister for the public service is 

responsible for reviewing and reporting on the 

implementation of the programme of action. 

Departments and agencies are responsible for 

drawing up, implementing and monitoring their own 

action plans. In line with these aims, as part of the 

employment equity programme a number of 

Senior 

management 

were required to 

be associated 

with an 

employment 

equity 

programme. 



institutions have adopted targets. These consist or 

percentages or e thnic minority and female employees 

or defined improvements to the current percentage 

which they would expect to reach by a specific date 

through the implementation or positive action 

strategies. These targets may be defined in relation to 

the percentage or ethnic minorit ies a nd women in the 

relevant area or the labour market, but they arc not 

specifically quotas. 

It can therefore be concluded that a ll Positive 

Action policies and initiati,·cs in Brita in aimed to 

ensure: 

• that no job applicant or employee received less 

favourable treatment than another on racial or 

gender grounds; 

• that no applicant or employee was placed at a 

d isadvantage by requirements or conditions 

wh ich had a disproportionately adverse cfkct on 

his or her racial group and which could not be 

shown to be justified on other than racial 

grounds; and 

• that , where appropriate and where permissible 

under the Race Relat ions Act, employees fi·om 

under-represented racial groups and women arc 

given training and cncouragcment to achieve 

cqual opportunity within the organisation. 

H owevcr, very little changed in Great Britain, 

since there is no requirement that employers adhere 

to the code of conduct. The only sanction is if an 

individual takes the employer to court on the grounds 

or discrimination, the employer is more likely to be 

round guilty if he heas taken no steps to comply. I 

Goonasagree Naidoo 
Deputy director, affirmative action and human 

resource advice 
Public Service and Administration 

llil\TJ~ Yf»IJ lll~illll) 
f»l~ ")lilSIIf»NISil"? 
Your employees have I 
Mashonisa - loan sharks - are 

one of the many financial pitfalls 
employees have to face. 

Empower your employees and 
invest in the future of your 
company with the ultimate 

Financial Life Skills programme -
Managing Your Money from 

Human Performance Systems. 

This is a comprehensive 
outcomes-based programme 
which covers aspects such as 
savings, basic mathematics, 

understanding credit, reading a 
payslip and buying wisely. 

At the forefront of ABET 
technology in South Africa, the 
programme develops generic 
competencies and helps the 
learner to transfer skills to a 
personal, financial context. 

Call us to find out what makes 
Managing Your Money the ideal 
Financial Life Skills programme. 

Managing Your Money 
1011) 456 3901 

l A Human Performance Systems 

PEOPLE DYN.\~ IICS.JU.Y 1'1'17 -13 


	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_2
	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_3
	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_4
	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_5
	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_6
	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_7
	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_8
	Naidoo_G_People_Dynamics_Vol_15_7_P36_43_1997_1

