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IRTRODUCTION

This article, the second® on labour policy in the
South African Iron and Steel Corporation (ISCOR)
has, as ita central focus, 'the labour process'.
Our concern is both with the current sitwation and
the historical position of Black and White labour.
Our emphasis is primarily en the reerganisation of
the process of production as it affected the racial
stratification of labour.

The wvarious sections under which we discuss this
are the following, (1) the position of Black and
White workers in the current labour process and the
trends in the reorganisation of this process (2}
wages and hours of work, and (3) Black and White
worker organisaticne. In the final section we draw
some conclusions from our analysis.

The information was collected at the end of 1574,
and, of course, the position particularly with re-
spect to Trade Unicns may have changed somewhat
since that date. As we stressed in our first
article, we have extensivelyutilised interviews
with management personnel but supplemented this
with other material, reports,

reports and published material etc, Finally, al-
though the example of Iscor is imstructiwve of trends
in this regard, what has happened and is happening
with respect to the labour process in Iscor cannot
simply be generalised to Scuth African firms in the
manufacturing industry as a whole. Itse position as
a State Corporation, in particular, as we stress in
the conclusion, has its effect on labour policy with-
in Iscor.

*artiale 1 appeared in SALE Vol £ No. 6, Jan. 1078 (Pge. 21-33)



BLACK WORKERE IN THE LABOUR FORCE
(&) FRESENT PLACE IN THE FPRODUCTION PROCESS

It is extremely difficult to establish what pro-
portion of black workers fall inte the different
pational ies. The :given to
gueations show much variation, while the systems
of classification themselves alter greatly with

in the duction p =

There are spproximately 2 000 Black machine oper=
ators in the Pretoria plant. If the categories of
skilled, semi skilled and unskilled are used, then
the official classifications reveal that 5 082
Blacks are classified as unskilled, 2 170 as semi
egkilled and 250 as skilled. However, the high un-
skilled figure has to be viewed in terms of the
amhiguity of these terms. It was repeatedly stated
that there are very few totally unskilled workers
{"raw labourers" as the White bosses called them)
in the ordinary senze of the term. Most work has
some gkill content, especially in the production
process, Work with the least skill content has
nothing to do with actual production and forms part
of the functions of "fetching, carrying and plac-
ing machinery”. Apparently a fair amount of this
takes place.

At the Semis plant in Saldanha, Iscor expects pro-
duction to be highly dependent on coloured labour.
out of an expacted total of 2 300 coloured workers
1 944 are to be employed as operators with the rest
Leing assigned to primarily clerical positions
{145}, In the future it is intended to f£ill all
artisinal positions with coloureds, while Africans
will only be used for hard labour.

The Newcastle plant is the most heavily dependent
on Afrieans in semi-skilled jobs. Almost all the
machine operators are, or will be, local Zulu
workers, Many joba done by Whites at Pretorla are
dene by Blacks at Newcastle - e.g. crane drivers.
There seems to be a tendency to try and use Indian
workers as supervisors. This is apparently the
case at Durnacel. There are virtually no Black
women employed in any of the plants except in



purely service functions, e.g., in the canteens.

Mlthough the classificaticns do not directly co-
incide, semi-skilled Black workers are usually
cperators and are defined as "someone in charge of
an important piece of machinery™. When Black
workers are classified as skilled this does not
however mean that they are craftsmen or artisans,
Skilled Black workers are uspally ancillary work-
ers, e.g. personnel assistants, hospital workers,
ete. They are not usually directly invelved in
the producticn process. It was not possible to
discover what percentage of Black workers were
employed in supervisory positions. Thore were
Black "bossboys” with a team of Black operators
working under them. These Black "supervisors”
seemed to have a dual role of contreclling the Black
operators and liaising with the White supervisor
in charge of the whole team.

(B} THE FREORGANISATION OF THE LABOUR PROCESS

Tha adv t of Black k into employ
categories previously regarded as 'the White man's
preserve' has heen occurring since the beginnings
of Iscor's operations (see Introduction to Article
1). The boom conditions of the mid 1960°'s and
Iscor's expansion programmes resulted in Iscor
management attempting to speed up the procesa., In
July 1965, they attempted to make White pay in-
creases conditional upon a relaxstion of the job
colour bar (Rand Daily Mail - 6/7/65). Originally
the 5A Iron and Steel Trades RAssociation strongly
opposed any adjustment in the job coleur bar -
formal or informal, However, they soon modified
their atand to scceptance of this 'as 2 temporary
measura’ (Pretoris Hews - 6/8/65). Throughout the
G0s the guestion of Bl.nrJt advanwmnt—. was the
critical bhone of and
White unicns, Although 3ome top job categeries
were officially resarved for Whites only in 1367,
this was meg dependent on a series of tclauupan
ag ve job fr tion
oocurred pn:ticularly in respect of artisanal




occupaticns, and Blacks were allowed to perform
these fragmented functions. Moreover, applications
for specific exemptions, allowing Blacks to per-
form even the officially reserved White anly jobs,
could be made to the Industrial Council in the
normal way (Rand Daily Mail - 27/9/67). As a re-
sult of the extensive fragmentation, some artisan=
2l unions, notably the Boilermakers, which had
previcusly supported the "rate for the job' policy,
began to demand the introduction of job reservation
and the phasing out of Africans performing artisan-
al functions (Rand Daily Mail - 19/9/68.)

Black advancement into White jobs continued un=-
abated but was always accompanied by the simulta-
necus advancement of White labour, and as leng as
this oceurred, opposition from the White unicns
\«m muted and they generally acecepted Black advance-

programmes on this basis (Rand Daily Mail
19;10;12). However, according to J.P. Coetzee,
Iscor's Managing Director, Iscor continued to lag
behind industries in the private sector in utilising
Blacks in semi=-skilled positions "because of the
political dynamite inwvolved". The Corporation was
said to be attempting to approach the problem
"without treading on the toes of the Trade Unions
and Government policy" (The Star 2/12/69).

Although "advancement” is the common description

of this process, the word should be seen more in

its ideclogical context when vsed in this manner than
as an explanation of the dynamics of the process.
What is actually taking place is not the benevolent
advancement of Black workers, with them being the
major beneficiaries, but a recrganisation of the
whole labour process in order to increase the pro-
ductive capacity of the plant.

As a result of increasing mechanisation and the
overall shortage of skilled labour, skilled and
artisanal jobs have continuously been broken down
into a number of simpler tasks to be perfarmed by
Black op 5.  Simul 1y with this pro-
cess of fragmenting a job, there has been a
similar process of simply regarding a "White® job
as "Black", or calling it another name and then




employing Black workers in it, It was clear,
though, that a Black worker seldom took over the
zame job. In most cases Iscor used the occasion
to restructure the lsbour process in order to in-
crease productivity.

One of the most favoured ways of recrganising the
labour process has been to appoint a skilled White
artigan or cperator in a supervisory capacity
accompanied by several Black "assistants" who in
fact do most of the productive work, In Pretoria,
at least 400 Africans have been "advanced" as a
result of a reorganisation of the labour process
during the last few years. The categories whare
this has been most clearly prevalent have boen
greasers, fork lift drivers and winch cparators.
This movement has been even more pronounced at Van—
derBijl Park, whilset at Newcastle Blacks are allow-
ed into more skilled positions than anywhere else.
For example in VanderBijl Park all fork 1ife
drivers and slingers are now Black, whilst in
Newcastle they are being used as control operators
in the steel smelting plant and the billet mill.
The process of replacing Whites by Blacks is
progressing much more rapidly in the newer works
and many "White® jobs at Pretoria are done by
Blacks at Newcastle.

It was un.weraally acknouledg‘ed t,hat this process
of isation has i ivity.
There did not appear to be any studies comparing
¥white/Black efficiency but it was generally
agreed that Black workers "were as efficient, if
not more so". The view seemed to be that since
many of these "upgraded" jobs were prize jobs for
Black workers, Iscor therefore tended te "get

the cream cf the Black people®, ih marked contrast
to many of the White workers recruited.

Although this process of reorganisation began well
over 10 years ago, the pressure has been increas-
ing over the last few years. Most operative jobs
ars either being regraded or fragmented, to be
occupied by Black workers as quickly as is orderly
possible. The White trade unions are always con-



sulted when an increased usage of Black workers is
plated. TI have no say in the
number of Black workers that can be upgraded. The
¥White trade unions seem resigned to this process
although they still resist when they think the
benefits accruing to them are “"unfair®. In every
wage agreement negotiated with White trade unions
Iscor tries to build in 100-150 posts for Black
operators in for wage 1 - Inso-
far as there is a struggle over the reorganisation
of the labour process it takes place over the pace
rather than the process itself. The contenticus
issue here is more at the level of the artisanwith
the white trade unions attempting to defend the de-
skilling or replacement by Blacks of this category.
Iscor's present shortage of White workers reveals
their clear need to cope with this problem by some
fairly drastic action in the near future. The
shortage of operatore calculated on the absolute
minimum for necessary tasks in Tscor is 17% at
VanderBijl Park and 11% at Newcastle whilst for
artisans it is 308 and 27% respectively. There
are no serious shortages at Pretoria at present.
The Fwazulu "government" apparently wants Iscor
to train Blacks as journeymen (an artisanal cate—
gory) in Wewcastle. This is however meeting with
some resistance from the White trade unions. Since
Iscor claims to be unable to recruit Whites for
these posts there is likely to be increasing fric-
tion over the issue of artisans in the future.

White trade union cpposition to the replacement of
"White" jobs has apparently lead to some discussion
on the possibility of instituting a vertical racial
division of labour in Iscor. Although most people
seemed confused sbout the exact implications of
such a scheme, there secem to be two possibilities
under discussion, The one is some form of a ver-
tical racial division of labour within a plant,
i.e. separate racial teamw. Exactly what this would
entail is extremely unclear, and mostly we suspect
guesswork on the part of some menmbers of manage-
ment. A second, more plausible idea was to have
separate racial plants. For example, allow most of
the work at MNewcastle (as a border industrial areal
to be done by Blacks, while in exchange protecting



some of the White jobs at the Pretoria plant. It

is doubtful that this would entail a wholly White
Pretoria works (or for that matter a wholly Black
Newcastle plant), although this may be the ideolo-
gical manner in which these ideas are being formula=-
ted and presented, We would stress, however, that
to the best of our knowledge, no company decisions
have been taken on thie issue.

WHITE WOREERS IN THE LABOUR PROCESS
(A} PRESENT PLACE IN THE PRODUCTION FPROCESS

The White/Black employment ratio at Pretoria works
is about 1:1, and about 1:1,5 at VanderBijl Park.
At Saldanha Bay the projected ratio will be about
1:1,7, and at Mewcastle the ratic will be sub-
stantially lower - with Blacks performing a number
of functions performed by Whites in the older work
centres.

The high ratic of White to Black is, according to
the personnel officer in charge of White labour,
due to reasons grounded in historical and organisa-
tional factors. He stressed that Iscor management
was of the firm opinion that "more reliance could
be placed on White workers". The chances of vital
production processes being disrupted were said to
be substantially less where White workers were em-
ployed. The importance of this factor was obviocus
in a continbous production process industry, like
steal-making, where a strike in one part of the
plant would socon cripple the whole works. This
guastion of the greater reliability of white workers
was not simply a guestion of the responsibility of
White workers as opposed to Black workers, but also
& function of the White trade unlon structures and
the laws governing them. Explicitly he stated that
the problem involved in employing Black workers is
that management might be unable to control any
"wildcat” strikes. The existence of a functioning
and cooperative White trade cnion structure with
centinuous discussion them

made such strikes by White workers unlikely while
management were fearful of the converse in respect
of Black workers.




Management went on to claim that, in fact, amongst
White workers "strikes were an unknown thing in
Iscor", This is an ideclogically interesting but
factually incorrect statement as there is a fairly
extensive record of White strikes - official and
unoffieial - at Iscor., In 1941, one hundred men
from the Pretoria heavy reolling mills went on
strike for ten days over a wage dispute (Pretoria
Kews 9/6/47) and in 1952 there was a major strike
involving over 1 500 artisanal labourers which went
on for over 10 days and was finally resolved by
arbitration (Pretoria News 3/4/52). In 1956 a
majority of workers in a combined meeting of artisans
and cperatives woted for strike action (Band Daily
Mail 3/10/56) but after a protracted disagreement
with were 4 to accept arbitra-
tion., In Hovember 1964, Iscor engine drivers and
arr_tsan.u went on a go-slow strike, "working to the
ual®, in support of higher wages (Pretoria
Nmy 23/11/64) .

Historically, it was claimed, when Iscor was first
established in the early 1930s, there was an abun-
dance of White labour which had had scme contact
with industry and a rudimentary level of education.
In other words they had already acguired some in-
dustrial discipline and low level skills - and their
resultant higher productivity justified their em-
ployment as opposed to Black workers. Most manage-
ment personneél expressed the view that, at present,
White wages were not out of line with White pro-
ductivity. Other members of management however
complained at length about the low produoctivity
rate among certain secticns of the White work force.
This was explained by the fact that due to the White
labour shortage and also Iscor's marginally lower
w‘ages for whites, Iscor was recrulting many "low
guality Whites" Moreover, shift work was very un=-
popular with N‘hita workers and as a result Iscor
was not getting the type of White labour it re-
guired. Substantiation for the latter point of
wview is provided by the high labour turnover Em-
Whites - particularly g the y g

(see the first Article).

At the Pretoria plant, apart from 1 500 white appren-
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tices being trained for all planta, there were
gaid to be 2 500 semi and skilled cperatives,

1 400 maintenance artisans, 500 supervisors/
foremen, 1 000 staff (400 personnel officers many
of whom are involved in apprenticeship training
and 600 financial/elerical/production planning
personnel), and 400 management staff. These
figures are for the Pretoria works only and do
not therefore include Iscor head-guarters in
Pretoria,

(B) THE HEORGENISATION OF THE LABOUR PROCESS

Artisans are involved mainly in maintenance and
ancillary work. Due to increasing mechanisation,
oduction itself generally falls to the cperative
abourers. Due to the increasing uvsage of Black
workers in operative poeiticns previously cccupied
by Whites, the general trend is to retrain White
operatives where posaible as artisans. White
workers that are unable to qualify for artimanal
training are either retrained for a further job
clasgification as "senior operative workers®™ or
as supervisors, According to management, there
were however many White operatives whose possibili-
ties of retraining for higher positions were some-
what limited. The cardinal principle adopted in
the restructuring uf ths labour process as a result
of Black ad by both manage—
ment and the White tl:ade uniuns. is that a White
worker is either retrained for a better position or
guaranteed the same earnings as before. Thus,
for example, lubrication was traditicnally dome by
White workers accompanied by Black workers carry-
ing two oil drums. It became chwvious that not
only could Blacks do the wWhite workers jobs, but
that they were more than likely deing it in any
case and had been for several years past. So
after nmegotistions with the trade unions, the young-
er White workers were retrained as journeymen or
craftsmen, whilst the older White workers who were
too old to be retrained, or to make their re-
training worthwhile to management, were made super-
visors over the Black workers involved in lubri-
cation. As a result of this particular restructur-
ing, more than 0% of White workers involved




11

received wage increases.

This is not to suggest that there are no conflicts
between the trade uniona and management over the
restructuring of the p ien

ly megotiations are long and tortuocus, hu: ﬂlffurun—
ces are ilable and Iscor feels
that it has achieved its principal cbjectives in
euch pegotiations.

HOURSE OF WOREE AND WAGES

411 production work is shift work, There are two
B-hour shifts and a day shift of 9% hours. It seems
that the day shift works a five shift week (l.e.

a 5 day week) while the other shifts do a seven
shift week. Workers get every third weekend off
to go back to their homes. ap trangport is
apparently provided. Because of the shortage of
gkilled and semi-skilled White workers there is

an excessive amount of owertime, which is apparent-
1y cne reason for the high rate of resignations
amongst White workers, and contributes to the
difficulties in recruiting artisans.

411 jobs occupled by Blacks are evaluated and
spacified by a particular rate. Wage grades for
Black workers at Pretoria are the folleowing:

1572 1974
Grade I 1Be per houz Hc per ‘nour
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Within these grades, if yearly increments are not
included, minimum and maximum wages differ by one
cent, The skill division corresponds roughly to
the following grades: grades I-IIT general



labourer; grades IV-V cperators; grades VI-VIII
supervisors/"bossboys”; grades IX=XI are for per-
sonnel workers etec. We were not able to cbtain a
detailed breakdown of the number of workers in
each grade. However, a SEIFSA survey for Pretoria
works done in 1974 provides some information. Un-
fortunately it does not include the whole Black
labour forece, so it is not possible to state what
percentage of Black workers received a particular
wage. FPurthermore, the skill classification differs
somewhat from the Pretoria works classification.
It does, however, clearly reveal that half the
Black labour force receives the minimom grade of
wages.

SEIFSA survey: (minimum wages 26/11/74)

Grade I 35¢c par hour 3864 workers
" iT 40c " ] 648 el
o 111 45¢ " Lk 175 ot
2 v 50c " Lk 36 -
i v 55c " by 18 it
il VI &0c " i 1 -
= vII a " n 5 =
i VIII - -
L # 4 86cs = v 31 personnel
assistants

Between 1972 and 1974 there were four wage increas-
es for Black workers: October 1972 an increase of
15,8%; hpril 1973 an increase of 13,6%; October
1973 an increase of 20%; May 1974 an increase of
15,6%, Obviously these wage increases are in money
terms and need to be deflated to take into account
price increases which over these years showed
quite substantial riges.

Black workers also receive inerements for long
service:

1-5 years lc per hour per year
510 " P w e
10-15 ) 3e " el o i)
15-20 = 4c = " e
20-25 ® Ba) = * ! LE
over 25 6o " " = om
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After 10 years svery worker recelves a R30 bonus.
Igoor aleo has a "leave benus system" for Black
workers at the end of a completed contract, R37 tao
grade I workers; R3% to grade II workers; R43 to
grade IIT workers; R47 to grade IV workers. There
is however a catch. & worker only receives this if
and when he returns for another contract period.
Fur since t t workers don't receive
holiday pay the word bonus is something of a mis-
nomer. In this case it is more equivalent to their
holiday pay. Mon-contract Black workers receive
three weeks full pay while on leave if they have
worked for less than 10 years at Iscor and four
weeks for morse than 10 years service. Iscor be-
longs to tha Steel and Engineering Industries Fed-
eration of South Africa (SEIFSA) which lays down
minimum wages for all its membera.

Iscor management claim that their wages are higher
than SEIFSA regulation wages, but they do admit
that they are lewar than those generally paid in
rivate industry. They also claim that they do not
ose fuch labour to private industry, However, it
ls not easy for a coentract worker to move to
private industry for he has only one choice if he
resigns - to return ta his "homeland®.

Eowever the most important aspect of Black wages

1z not wage increase per se nor comparative wage
levels between different industries but the relation-
ship bets the isaticn of the labour pro-
cess and wages. It was openly admitted by manage-
ment, that when Black workers are moved up into
recrganised White jobas or joba are fragmented, they
earn only 50-80% of the previcus White skilled
worker's wage. It was not posaible to get any de-
tailed figures on thls issue, but experience
suggests that it may even be a smaller percentage.
Of course Iscor argue that the wages paid to Blacks
do not include the food and housing provided in
the compound, which White workers have to pay for
out of their wages., However, the housing provided
for Blacks (pitifully inadequate as it is]) is no
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r a cost to Iscor ndnl:ﬂl. loﬂ costs
Yookt very tittie. a1l e all, nf:
workers, while
output, take home less money t.hln th- mvmly
employed White workers with similar or less out-
put per man,

We do not have any figures on White wages. It was,
however, made clear that White wages were slightly
lower than in p , a8 in
other state sector Untt.l:prinl, there wers sub-
stantial fringe benefits that accrued to White
workers. (See Article 1). Housing, for example,
is an extremely important way of attracting and
keeping White artisans. It is also a very impor-
tant way of tying workers to the company, and
serves to reinforce the hierarchical structure of
the company.

BLACE WORKER ORGANIEATION

Reported strikes by Black workers seem to have
been few in the history of Iscor. In 1934 the
first year of Iscor's operations, there was a
strike of Black workers demanding a doubling of
the wage per shift (Daily Despatch 27/4/1835).
In June 1946 1 400 Black steel workers at the Union
Steel corporaticon plant at Vereenliging went on
strike to demand a wage increase of 2d per hour.
This strike was organised by the Alrican Iron and
Steel Workers Union. After an inltlal report no-
thing more on it appeared in an?' of the news-
papers (Rand Daily Mail 27/E/46 of course, the
fact that few strikes were reporicd in newspapers
or admitted to doe: not 1ly
mean that few strikes tock place in Iscor's his-
tory

No Black trade unions are officiuily or unofficilally
recognised at Iscor and managemerl clings stead-
fastly to the Government-backed works and liaison
committees. Although specific data on their
functioning was not available, it was possible to
obtain some information. It shculd however be
treated with a certain amount of reservation for the
whole position of these committees is particularly
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fluid in most industries at the moment. Further-
more, the information presented, apart from being
extremely sketchy, very definitely represents man-
agements' point of view.

The liaison committee was the main mechanism used
in Pretoria. It consists of 15 members nominated
by the workers and 15 ncminated by management.

The 15 management nominees were not necessarily
Black production workers. The most powerful po-
sition, that of the chairman, was the automatic
preserve of the White head of the Black personnel
department. Most of the members nominated by the
workers were long period workers., Indeed the wvery
reles under which nomination occurred ensured
this, Workers could not be nominated unless they
had been with Iscor for more than thfee years. It
was claimed that thers was a great respect for age.
Certainly most of the members nominated by workers
were claimed to be over forty. The committee holds
office for not leee than two years. The service
length being determined by the committee. The
liaigon committee marked a new attempt by Iscor

to introduce some structure into its industrial
relations. Before the introduction of liaiscn
committees management only had "informal dis-
cussions” with Black workers. Management claimed
to be satisfied with the liaison committee in this
form.

WHITE WORKER ORGANISATION

Historically, White labour in Iscor hase been divided
at the level of producticn relations between
essentially White artlisanal and White cperative
labour., This division was evident in the first
years of Iscor's operaticne. AsS mechanisation
proceeded, this served to intensify the process of
deskilling and the replacement of artisanal func-
tiona by semi-skilled workers resulted in the
traditional craft unions opposing the interests

of semi-skilled largely White operative labour.

xe a result the semi-skilled workers founded their
own unlon in 1936 - the South African Iron and
Steel Trades Association (S.A. Iron and Steel Trades
Association, Monthly Report, December 154B).
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There were alpost immediate attempts by the Nation-
alist Party and Die Federasie van Afrikaanse
Kultur Verenigings to galn control of the assoc-
iatien. This wae at first resisted but by early
1938 prominent FAR members were well represented
on the executive of the association and in 1849,
the associaticn withdrew from the Scuth African
Trades and Labour Counecil, over the gquestion of
Native trade unions affiliation, and formed a
'Coordinating Council' of their own in Pretoria.
{The S.A. Worker {published by Coordinating Council
of S.A. Trade Unions) January 194%, Vol. I, Mo 1).

The association dol::lateﬂ thar_ r_h,ere was a basic
congruence of i and am-
ployees, it did not beli ave in ltrlkes and took

the view that the best interests of White workers
would be preserved by preventing any employment

of Black labour in jobs thusifar definedas 'civiliged'.

The divisions between operative and artisanal
labour were most clearly illustrated in the strikes
of Pebruary 1952, Semewhat over 1 500 men care cut
on strike over the rate of artisan pay in Iscor
(Rand Daily Mail 22/2/52) {1). The traditional
craft unions = notably the Amalgamated Engineering
Union, but also the boilermakers, electrical work-
ers, woodworkers ete. (exeepting the iron mould-
ers) led the strike and the Trade and Labour Council
offered full support. The South African Iron and
Steel Trades Association gave no backing to the
strike and reached a separate agreement with Iscor
management.

The strategy of the 5A Iron and Steel Trades
hssociation is one of reliance on the State and
appeal to the government rather than strike sction
which they have explicitly rejected in the past.
Typically in 1956, when wage negotiations in Iscor
were deadlocked the association aled to the

ernment and then to the individuel cabipet
ministers to intervene and L. van der Berg,
General Secretary, declared "I say we must inform
the Government of the position and tell them that
the people that they have upgninted are wrecking
things" (Pretoria Wews 11/6/56).



Appesl to the State as guardian of the workers'
interests has had particular relevance to the
beneficiaries of the 'civilised' labour policy
and workers in the State sector, but significantly
the association has made much less headway in
other privately cwned steel plants - e.g. Highveld,
The divisions within the White labour force have
undoubtedly served to further weaken the White
workers position vis a vis management and although,
ng ko d with White per-
sonnel, the Trade Unicns operate a closed shop at
Iscor this would appear to be merely a formal
arrangement and not indicative of the power of the
unicne. There appears to be extensive on-going
consultation between White workers and management
ovar the eruciasl issues of Elack job advancement
and wages.

CONCLUSIOR

Much of the empirical material we have presented
speaks for itself, However, it also needs to

be placed within a thecretical context for the
correct conclusions to be drawn. We will there-
fore close this case study with some concluding
remarks which gituate the material presented in
the context of Iscor as a capitalist enterprise
under the control of the State.

Insofar as Iscor is a capitalist enterprise it
resembles all other capitalist firms. It neces-
sarily incorporates the basic principles of such
enterprises within its own organisation. The two
most important and distinguishing features of a
capitalist enterprise are (a) that it is depanﬂent

n the continwous appropriation of surplus
labour in the specific form of profit; and (b)
that it has a form of internal nrgan:.ut!.nn and
control which ensures this. It is in terms of
these principles that the place of Black and White
workers in the production process and the re-
organisation of the labour process needs to be
vie

There is a tendency in South Africa to view the
racial stratification of labour in the firm from
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the point of view of its protective function for
¥White labour only. This is a fundamentally incorrect
approach. It is both theoretically incorrect and
historically inaccurate. When applied to the
current situation, it quite clearly pctfclr-s the
ideclogical function of masking the mderl

for the d ies to ahcunr
process. For here it simply shifts t-.he focus of
the main beneficiaries from White labour to Black
lakour. Tha very word "advancement™ suggests this.
Black workers now seem to be b&nevalenr_lg given
the chance to increase their wages and their job
prospects. This is all true but it masks reality
instead of revealing it. For the words capital
and profit are absent as the principal forces or
as the main beneficiaries of this process. Yet
as we have pointed out the principal effacts of
the reorganisation of the labour process are the
inereased productivity of Black labour to the re-
lative benefit of ptnﬂu rather than wages. For
the ity are not hed b
the wage increases given to the recrganised or
upgraded Black workers.

The form of organisation and control, internally
specific to the capitalist firm, depends primarily
upon the existence of an instituticnal hierarchy.
This encompasses a hisrarchy of delegated authority,
wf divided functions and of wages. The primary
function of such a hierarchy is to ensurc the sub-
ordination of labour in the production process

and the social division of labour. It does so

by maintaining mechanisms of control and attempt-
ing, by organigational means, to divide the labour
force. Racial divisions can therefore play an
important part in the internal organisation of

the firm, especially if they be made to roughly
coincide with the hierarchies of control and super-
vision in the production process. As we have

shown White labour tends to perform 2 different
function in the labour process from that of Black
workers. The Black workers tend primarily to be
productive workers whilst the tendency amongst Whites
is to perform the functions of supervision and
control or to perform functions ameillary to the
production process. Insofar as they perform this
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function these Whites are objectively performing
the appropriate organisational function of the
capitalist enterprise. Such workers play a differ-
enr_ poLll-_i.cal and economic function in the pro-

of the fact that they are
not directly involved in this process they are
separated through the hierarchical divieicns inter-
nal to the capitalist firm'from the Black produc—
tive workers. It does not matter whether they

are called 'artisans' or 'operators'. Their
structural pesition is akin to that of the "new
petty bourgeoisie® (2},

Some form of racial stratification in the labour
force is therefore to the benefit of management.
The con on of tha ise only
gerves to reinfurce this by reinforcing hierarchical
divisicns of control. This is very clear in the
new plants where new forme of racial stratification
are being instituted even amongst Black workers.
Using Indian supervisors in the predominantly
hfrican plant at Hewcastle or setting up new

racial hierarchies at Saldanha between Whites,
Coloureds and Africans, is a good@ example of this.
The appointment of "bossboys™ to liaise with White
supervisors and partially supervise Black cperatore
introduces hierarchical divisions within the
African labour force as well. The whole process
of job fragmentaticn increases this system of
hierarchy, and constantly reproduces the ugage of
unproductive Whites as supervisors over Black
productive workers., The system of wages with its
gross divisions and extreme accentuations sarves
the game functions. Furthermore it also serves to
inorease and reproduce conflicis betweon White
artisans and White production workers as wall as
increasing competition amongst Black workers.

Managements' different attitude to worker organiza-—
ticns - e.§. encouraging trade unions for Whites

and liaison committees for Blacks - serves to re-
inforce the hierarchical divisions within Iscor.

The constitution of the liaison committee and its
functioning quite clearly shows that, notwithstanding
the ability of Black workers to vote 508 of its
membership, it necessarily functions as an
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affective instrument of containment and control.

The final aspect in which control is ensured
through the hierarchical and racial division of
labour refers cbviously to the extra plant measures
at Iscor. The fact that most of the Black labour
force as contract workers are under the bureau-
cratic control of the state labour bureaux system
means that greater control can be exercised over
them, even outside of the production process.
Further, their containment in compounds under
strict company supervision means that Iscor has an
extremely effective system of direct control over
most of its productive workers. While these extra
plant mechanisms are obviously important in Iscor,
the preference to employ contract workers and houes
them in compounds should not be generalised to
Private industry as a whole. Iscor is & heavy in-
dustrial enterprise, state owned with the possibil-
ity for constructing large compounds. Most pri-
vate industries in other sectors do not confomm to
this pattern. 'rheg do not have the same problems
in attracting local settled Black labour, and will
have different preferences in regard to settled
local labour or contract labour. They will attempt
to ensure low absentee rates by other means than

unds, In other words, it would be a mistake
to infer from this short description that the
overall tepdancy in industry is to employ contract
labour and ensure extra plant control in the same
manner as Iscor.

Thus far we have been concerned only with racial
etratification within Iscor as a capitalist enter-
prise. Iscor is, however, also a State Corporation
and must alsc be seen in this context. In South
hfrica, the State is the principel employer of
White labour and this has two major effects.
Firstly, it operates to reinforce the already
existent racial stratification within the soclety
as a whole by absorbing surplus White labour that
might not otherwise have been maintained in super-
visory or ancillary functions in the private
sector. In this way, the strict racial differen-
tiation of labour is maintained, throughout the
whole soclety. Secondly, the fact that the State
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is the principle esployer of labour has played an
important function in securing the political and
ideclogical support from the White wage earning
strata for the form of state in South Africa.

In conclusicn, the racial stratificavien within
Iscor has its basis in the existence of the corpora-
tion as a capitalist enterprise. However, the
existence of Iscor as a State enterprise and the
specific function that it has served, along with
other State enterprises, with regard to White

labour in the society as a whole, explains the
existence, within the corporation, of a higher
White to Black ratio as compared with other, pri-
vate, enterprises in South Africa.

FOOTHOTES :

(1} Estimates vary. Iscor claimed 700 - see the
Gtar 18/8/82, But other press reports claim over
1 500 - see the Rend Ducly Mgil 28/8/52.

(2) See Poulantzas,N., Clesses im Comtemporary Capdtalism
NLE 1575, AR, Sig
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