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redeye

Compromising positions. ..

COMPROMISING POSITIONS

REDEYE was playing pool in a little pub where

PAYING FOR YOUR SIN!
REDEYE lscsn\ly heard a member of

a, let's say, famous weekly 'S
emplayees also wet their whisties, One
employse was so kind to explain to REDEYE a
littie bit more about the inner workings of the
newspaper when REDEYE questioned the
paper's inclusion of such visionaries as
Howard Barrell and David Gleason as
colummists and Smart Money as a section of
this previously progressive paper.

‘In order to increase our Income and
subscriplions, we have 1o compromise
ourselves, if that is what it takes Would
‘you rather want us to close?"

Interesting question!

NON-BRAIN DRAIN
REDEYE attendad a recent press conlarence
on COSATU's involvement In the forthcoming
elections The general-secretary-formorly-
known-as-Sam was at pains 1o emphasiso that
only oleven COSATU loaders ware on the
ANC's ist this year,

Since many sactions of the modia dubbod
the previous exodus of leadership from
COSATU 1o Parllament & brain drain, COSATYU
strossed that there was not a braln drain In the
provious eloctions and there will nol bo a braln
drain in tho upcoming olections

REDEYE wants to polnt out to cynlcs that
the goneral secrotary Is saying that thore aro
many clovat and exporlenced comrades loft In
COSATU. Ho's not suggesting that there It isn't
a braln draln bocauso thero are very Iittle
bralns batwaon the efevon candidates leaving
for Parliamont

that COSATU is calling
for the Job Creation Trust Fund because it
feels gullty about causing job loss in South
Africa. REDEYE thinks that if we had 1o
entertaln this laughable Idea we can assume
that thosa individuals who pay the most money
into the fund are the most guilty

What does this then say about workers'
guilt about or respansibility for job loss
compared to bosses?

SLIP OF THE KEYBOARD

REDEYE heard of a union official who was stilf
learning to use her spell check on her
computer. She mistakenly sent out a
nolification to union members for a
womanisers meeting Instead of & women's
meeting REDEYE is Interested to know how
many comrades would have attended the
womanlsars meeting, If the mistake had not
boon corracted.

JUNIOR COMRADES
REDEYE was sitting at NUM head offico and
observed  comrado entering with his three-
year old son. The securlty guard askod the tiny
tot who ho was.

‘I'm Harry! ho replied. When asked what ho
was doing thore Harry sald, 'We're fetching
Jane'.'And who's thls; asked the guard
polnting to the adult. ‘O, thal's comrado dad;
replled Harry unprompted No wonder thoso
comendos ara well known for thelr commilmont
= Ihoy cloarly livo it at work and at home.

a

SA Labour Bulletn



inflation

Inflation monitor: January — February 1999
Consumer Price Index 1999 Annual rate of Inflation 1999

(B;,se: 1995 = 100%) (% increase over 1 year)
Area January February January February
Cape Peninsula 8! 30,2 1298 89 . 83
Port Elizabeth 129,7 128.4 89 8.6
East London 13286 1326 93 9.0
Kimberley 131,0 1310 8.4 83
Bioemfontein 1311 1309 9,3 88
Goldfields 125,6 125.2 7.5 69
Durban/Pinetown 131,0 1321 89 8,6
Pietermaritzburg 128,8 129,0 72 71
Klerksdorp 1265 1262 77 7.2
Pretoria 1300 1301 8,3 80
Witwatersrand 1304 130,3 9,3 89
Nelspruit 131,1 1311 9.2 88
Pietersburg 128,8 128,4 8,1 75
South Africa 130,4 1303 8,9 8,6

Source: Cenlral Statistical Services

CENTRE FOR UNIVERSITY OF
BUSINESS SOUTH AFRICA
MANAGEMENT
‘COURSE IN LASDUR RELATIONS PROGRAMME M HUMAN RESOURCE ADVANCED PROGRAMME IN HUMAN
MANAGEMENT MANAGEMENT RESOURCE MANAGEMENT
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1 Labour Relabons Management 1 1 Resource
‘Amacroperspecive 2 Industnal Relabons Management and Intematonal Human
. relatons
+ Coflectve bargaming 4 Human Relstons 2 Organsatonal Behavioar and
+ The Scuth Afncan LRA
« Trade Lmons and employer's 3 Research Methodals
organisations & Research Project in Human Resource
2 Labour Relabons Manzgement Management
Amicteperspecive
* Asystems zpproach to labour
relatons
« Worker partiepation and
‘communicaton
+ Conlict management and
nejotatons. Registration requirements
+ Manag ng industral acton Acertficate n Human Resource
Management from Unisa or an equivalent
Seniof certfcata or expenence Semor cetficata o expenence qualficaton
Duratlon: 6 months Durallon 12 months Duraticn: 18 months
, 1508 date 28102
FOR FURTHER DETAILS CONTACT
Tel. { Fax: (012) page htip.
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TGWU's struggle for
permanence at IHS

nternational Harbour Services (THS)

manages a shipping terminal for the

South African fruit industry, It receives,
cools and loads most of the country’s
apples, pears and grapes, and some citrus
fruit, for export. Fruit is scasonal, so in
some months there s a lot of shipping and
in other months not, Contract and casual
workers were employed at the company
to work during a season when there is a
lot of fruit.

Current TGWU Western Cape reglonal

Tanya Goldman details a case
study that proves that it is
possible to create full-time
permanent jobs, even in a
business that deals with
seasonal products.

When it started, [HS had a small core of

ganiser, Nathi Mfuadisi, the
union’s maritime sector ln the region for
nearly seven years. He explalned that it is
common for workers to have [ittle job
security In the stevedoring industry.

‘The company operated from 1983
under the Deciduous Truit Doard, which
had the sole right to export fruit.In 1987
it became THS, owned by Unifruco. At the
beginning of 1999 Unifruco merged with
Outspan to become Capespan, and
Capespan now owns 1118, Capespan is the
thied biggest fruit exporter in the world,

South Africa had a single<channel
marketing system foc agricultural produce
uniil September 1997, Under the single-
channel marketing system Unifruco, and
therefore 1115, was the only company
exporting apples, pears and grapes Now
that the system has been serapped, IS
faces from other

50 workers, and & much
targer seasonal workforce that worked for
six to seven months of the year and were
then laid off agaln, By 1993, the permanent
core had grown to around 100 workers,
but there were still more contract than
permanent workers, In the five-year period
Trom 1993, the number of permanent
workers at IHS has Increased to about 450,

Increase in permanent core

From 1993, permanency was firmly on the
bargalning agenda. The union put
pressure on management to lacrease the
permanent core of the workforce, The
company started exporting exotic fenit
and vegetables off-scason and found that it
could employ more people permanently
for this work. IHS atso appointed 53 full-
time supervisors In 1994, The following

who haadic locally produced fruit to be
sold on the averseas market.

year It app forklift drivers, tally
clerks, and even labourers. By 1995, the
permanent core was up to about 200, The

6
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PERMANENT JOBS

union made sure that all new
permanent posiions wer filled by
waorkers from the existing seasonal
workforce

Equal pay for equal work
Until 1994, the company had 16
different scales of payment for only
five basic categonies of workers
labourers, tally clerks, office clerks,
forklift drivers and crane drivers So
two labourers, for example, could be
carning very different rates exen
though they arc doing exactly the
same work

Contract workhers generlly earned
much less per hour (nearly half) than
permanent workers Over a number of
years, the umon won equal wages for
equal work

While contruct worhers worked
fesver hours than permanent workers,
they now got the same wage per hour
as permanent worhers The company
was also starting to invest in keeping
the same group of seasonal workers
Because their labour was no longer
cheaper, the company had an incentive to
train contract workers so that their skills
and productivity were the same as
permanent workers.

‘Permanent-seasonal’ group
TGWU won a major breakthrough in 1994
when, after a company-wide one-day
strike, management agreed to create a
permanent seasonal group of workers
These 268 workers had been working
regularly on contract for six to seven
months each year Now they were
guaranteed at least two days work every
“week of the year

THS full-time shopsteward, Gerhard
Philander, said this gave workers some
relief.'it did not matter if there was work
for you or not for those days You knew

Workers in the stevedaring industry are highly
skilled.

you were going to get money from the
company’s side’

Agreement was also reached that
workers from this group were always first
in line whenever jobs for permanent staff
became available

Increasing guaranteed days
The following year, workers at IHS again
held a work stoppage over the issue of
permanence. Another guaranteed day was
added. Thus, from 1995, the permanent-
seasonal workers were guarantced three
days work per week throughout the year

‘The company also gave a principled
commutment to working towards the goal
of permanence over the next two years as
far as the financial position of the
company allowed

Vol 23 Number 2 Apnl 1999
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Winning benefits
At the same time as fighting to increase the
oumber of guaranteed days work, the union
fought to increase benefits for contract
workers In 1996 the company experienced
financial difficulties and refused to move
closer towards fulltime employment for
contract workers. However, alter
negotiations, permanent-scasonal workers
were included in the provident fund

[n 1996, TGWU alse won a job security
issue that benefited all workers - whether
on contract or permanent. All workers
‘would be paid a full day's wage even if the
company did not have enough work for
them to do, or if the weather made it
impossible for the ships to be loaded.

Permanent employees

Last year TGWU declared a dispute with
THS in the course of substantive
negotiations The issue of permanence
was high on the agenda and the case was
about to be heard at the CCMA when the
company scitled.

101 took the bold step of agreeing to
make all permanent-seasonal workers, full-
time permanent employces from January
1999. These workers now have the
following five days guarinteed work a
week throughout the year, increased
provident fund contributions for the extra
days worked, and medical aid.

Struggles along the way

A number of things made this victory
possible,

Strategic target

TGWU chose IS as a stratcplc target. 1HS
Is the blggest company in the harbour,
The management tends to be more far-
sighted than management at other
companics I the docks.

‘The company pays better than others,
and leads the way In many areas Victory at

this company would set an example for
the other companies. It would prove that
it is possible to create full-time permanent
jobs, even in a business that deals with
seasonal products like fruit.

Strong o'ganlsnn'c:n

Strong organisation was the key to success
at [HS. Mfundisi and the shopstewards
described how the union helped to make:
contract workers feel like they belonged in
the organisation: TGWU is part and parcel of
the premises here at [HS because of the
spirit of the workers at the company,
Permanent and contract workers were all
TGWU members We arranged with the
company that for the time that contract
workers were in the plant, they continued
their membership of the union, \When
contract workers came back they did not filt
in a new stoporder form. The contract
workers participate in the union structures’

Strong organisation helped workers
make some of the difficult decisions in the
struggle for permanence. Not all workers
bencfited from each gain that was made,
but strong organisation meant that all
members agreed on faic criterda for making
declsions.

Mfundisi explains:'At general meetings
workers would give us dear mandates. They
would decide who will be permanent if
there is a vacancy or who would get to join
the permanent-seasonal group, glven the
lTength of service!

Mfuleni Platfies was the fulktime
shopstewnrd when most of the batdes
araund contract work were fought, He
«xplained what went Into building unity on
e shopfloor to prevent divislons that
woukl give management an advantage: ' We
needed 10 mobllise and educate tie wortkers,
We called tea time meetings and general
meetings. The month we were fighting for
the five days, we had g teatime meeting or
toyl tayed on the floor here cvery day!

8
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PERMANENT JOBS

Capespan is the third biggest fruit exporter in the world.

The union also paid attentton to the
needs of both permanent and contract
workers Plaatjies outhned an important
principle “Fhe position was very clear.
What has already been negousated for the
permanents should remain Nothing
should be taken away®

But permanent workers made sacrifices
to make sure that seasonal workers won
job security. Sometimes permanent

shopstewards said that each step of the
way demanded sacrifices from workers in
the form of strike action, work stoppages
and go-slows

Negotiation was also very important in
the process, as Mfundis: explains ‘You
have got workers who are miltaat, who
are forcing 1ssues if management will not
agree to their proposals Obviously there 1s
also room for negotiation. If there is a

workers lower wage or

lower increases in benefits than they
could have won if allowances were not
being made to improve the position of
contract workers Mfundisi emphasised
the workers’

‘Permancnts are making sure that
whatever they've got, everyone has got!

Action and negotiation
Contract and permanent workers at 1HS
stood together and took action to win
permanence. The organiser and

block in we go

back to the worhers and they take
‘whatever action is needed

The law was an important negotiating
100! for the union Plaatjies described how
this prevented a strike over the issue of
permanence last year.'We were on our
way to call a strike, but then we thought,
let us first take the issue to the CCMA,
because we've got a strong case here”
Both the LRA and the BCEA say that
contract workers have the same rights as
permanent workers

Vol 23 Number 2 April 1999
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Management stressed the role thac
- rather than action
or the law - played in muaking progress
towards permanent jobs. Industrial
relations manager at 1HS from 1993 to
1997, Francols duToit, sald the company’s
approach was to look for creative
alternatives in the negotiation process with
the union, An example of this is found in
1996, when it wus not possible to increase
the number of guaranteed days, but
] workers were

in the provident fund for the first time,

Changes in the industry

DuTolt emphasised that management's
change in attitude towards contract work
was ‘most importaatly a sound business
decislon’. e explalned that delays in the
process were caused by uncertalaty about
the future of the singlechanncl marketing
system. The final mave on the issue was
prompted by compedtion when the
system was scrapped. Indepeadent

Fruit is seasonal, so the workers are usually contract workers.

contractors started providing the same
service as IHS and drew on the skills that
IHS contract workers had built up over the
years. DuToit explatned that,‘the
comprtitors’ needs were exactly the same
as ours as far as the workforce is
concerned, and we were under pressure
to retain skills',

The agricultural sector has also been
under tremendous pressure since 1994 to
Improve conditions on farms, which have
been particulacly bad in the past DuToit
described THS's directors as farmers who
have made the paradigm shift to realise
that it is important to employ people in a
soclally responsible way.

Timiug

Both Mfundisl and du‘Toit sald they woukd
have liked the process to have moved
more dckly. Mfundisi deseribed how the
need to take the process in stages created
problems for him as an organlser:'It was
difficult to conic Into a very militant

10
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environment and explain that we shoutd
not force a position that is impossible to
win at that ime.”

For du Toit, the company’s bottom line
dictated the uming:'From a social
responsibility perspectne, we would have
done it sooner. But from a business
perspective, our iming was exactly nght.
With the merger we know that the citrus
from Outspan will go through THS because
we're in the same stable. Previously they
could have negotiated with anybody ¢lse
to do 1t. But now we've got that security”

Flexibility and skills

For management, an important principle
in the negotiations for permanence was to
make sure that the company also gained
Another area where the company looked
for benefits was flexibility. DuToit

‘It wvas a gr i-tak
We got a commitment from our worhers
that they would work when the necd
arose, which was very important to us You
invest in your people, and that’s when
your company runs more smoothly than it
dud before.”

Philander explained what this means for
workers:'Say for instance its rmining this
morning and the ship can't work. Then
people have 1o be sent home with the
instruction to stay at home and sleep next to
the telephone, because they will be phoned
to come in. Then this 1s overume*

must also do wi job
needs to be done. The company has its
own training school, and many workers
are trained to do more than one job. So, for
example, many labourers have a forklift
licence. When workers do jobs that swould
normally be done by a lower-paid person,
they are not paid any less If they do work
that is usually done by a higher-paid
person, workers earn the higher rate for
the time that they are doing the better-
paid work.

The struggle is not over

-Workers at IHS are not stopping here. The
sull emy; over 200
workers on contract. Most work three or
four days per week for six or seven monthsa
year Union members want all workers to be
included in the permanent workforce.
Philandcr said his deeam s ‘to see all of these
people become permanent, especially those
who have come in now four to five to six
seasons on a continuous basis’.

New permanent workers do not get the
same benefits as old permanent workers,
although they are doing exactly the same
work as others in their job category The
union will fight for all benefits of the new
permanent worhers to be equal to those of
the old permanents. For example, new
permancnt workers do not get the housing
subsidy that goes to the old permanent core.
‘There are also differences in annual leave
and sick leave arrangements between the
new permanent workers and old permanent
workers Sick leave is particularly important
at THS because workers often get sick from
worhing in the cold storage rooms

The union is also campaigning for an
overtime ban. Mfundisi explained why the
focus 15 now on this issue: ' Working too
many hours of overtime actually prevents
contract workers from getung permanent
jobs,and people who are not worhing,
from being employed.

Under the earlter arrangements there was
agreement that any permanent vacancy
must be filled by seasonal workers This is
not part of the new agreement Workers
want this included to make sure that the size
of the permanent workforce at least stays
the same,and to make sure that seasonal
workers who have been working at the
company for a long time are given the first
chance to get a full time job. *

Tanya Goldwman {s a sentor rescarcber at the
Community Agency jor Soctal Enquiry (CA S L)

Vol 23 Number 2 April 1989
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Jocus: the elections .

COSATU and the

elections

‘T be trade unfon movement is a
bastfon of democracy Most
workers learnt about
democracy in trade unions. In a young
democracy such as ours, a powerful force
JSor community and solidarity such as
COSATU together with the demacratic
movement has a particular responsibility
to make sure that democracy succeeds®
Report of the September Commissian,
August 1997

In the 1980s COSATU debated its
relatonship to politics At its 1987 national
congress a consensus was arrived at by the
major I s (! and It
within the fedemtion when they adopted
the Freedom Charter and acknowledged
that unions liad a rolc in politics. This laid

the fc for the Alliance,
COSATU then decided to strengthen the
ANC and support it in the cl ‘The

Contrary to 1994, COSATU will
not be deploying any leaders to
Parliament this year. Etienne
Viok investigates.

of a better life for all of our people’.

This article looks at how the federation
is trylng to ensure an ANC victory in 1999,
Italso COSATU’s
this year with 1994,

The 1994 elections

Before the 1994 clections, COSATU
decided to deploy members and officials
to stand for clection on an ANC ticket,
About 60 COSATU leaders left during the
1991 for Parl or

main question then was how to do this
and also ensure that such support
benefited COSATU and its members.

At lts 6™ congress, COSATU once again
pledged its support to the ANC. It feels
that the best way to ‘defend, consotidate
and advance soclal transformation’ is to
stand in an alliance with the ANG and to
work towards an clection victory for the
ANC, At ts first CLC of 1999 COSATU
‘resolutely embraced the ANC's election
manifesto, and belleves that the manifesto
creates the necessary sociowcononice and
political conditions for Increased detlvery

. Twenty of these peaple were
dc ployed, meaning the ANC reserved
space on its clections’ lists for COSATU
leaders. COSATU then chose the leaders to
take up those spaces.

COSATU Wits regional secretary, Dan
Moliapl, explains that in 1994 *the ANC did
not have experience in government so
COSATU liad to asslst them by providing
skillful leaders. This year COSATU has not
released comrades on block, 1994 was an
exception because it was the fiest
democratic elections’,

When leaders were deployed, COSATU
and Its affittates tost somc «xperienced,

12
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COSATU AND THE ELECTIONS

long-serving unionists who had

led the federation through

difficult times At the time
some unions found it difficult
to replace these leaders

Mohapi points out the positive

impact - since the loss of

leadershup in 199 1, COSATU
and its affiliates have

developed a second and even a

third laycr of leaders to replace

those gone and going in the
future.

Despite the disadvantage of
losing leaders, the federation
felt that having eandidates on
the ANC list offered
opportunities-

0 people trusted hy workers
would occupy key policy-
making insututions;

Q workers could
access sympathetic decision-
makers who understood
workers;

Q union nominees came from
a tradition which respects
the principle of
accountability, particularly
mandates and report-backs

COSATU also participated in

the 1994 elections by doing voter

education and clectioneenng for the ANC.

The federation felt that these activities

‘would allow it to re-establish contact with

membership and revive their interest in

union activities, recruit new members and

revitalise its structures. However, this did

not result in large membership gains for

most unions

COSATU seconded personnel and
Tesources to the election campaign on a
farge scale. Every union released at least
one full-time official and some
shopstewards at national level and in each
region. However, it was reported that

b T s
COSATU will target farmworkers during their
programme.

union activitics were negatively affected
by the clection campaign.

‘Those deployed in 199 § were to be
accountable to the ANC Jay Naidoo, ex-
COSATU general secretary and a 199
candidate, said that ‘you cannot have MPs
operating on a narrow mandate of just
COSATU. There will of course be Links ..
but there will be no direct mandate® He
favoured a system of formal consultation
at all levels of socicty.

Mbhazima Shilowa, COSATU's general
secretary in 1994, was not in favour of
formal links between the MPs and the
federation. While he agreed that there

Vol 23 Number 2 April 1999
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must be channels of communication, he

must have shown a broader class

said that the had been
‘COSATU does not want to become a
labour wing of the ruling party”

1997 congress resolutions
COSATU's September Commission
recommended that the ANC be built with
a working-class bias. This could be done
cither by trade unionists and worker
Icaders playing their role in the ANC as

by their i in
other organisations as well!

Nhlapo argues that ‘the problem with
deployment is that you are not sure what
area of competency the leaders have. We
waated a chunk of trade unionists in
government in 1994, But now the fusion
of ANC into COSATU is well oiled so it is
not necessary to deploy’,

The congress also adapted the

individuals or by COSATU deploying
people to the ANC. The Scptember
Commission proposed that hoth these
options be pursued to build working-class
leadership in the ANC.
Delegates at the 1997 COSATU
li this

following ling the
Tripartite Alliance:An election platform
must be developed at alliance level for the
1999 elections to cover the followving
arcas (amongst athers):

Q providing financial resources;

and adopted the following resolutions:

O COSATU should atlow the most capable
cadres including its national office
bearcrs (NOBs) to stand for positions in
alliance structures, Mass Democratic
Movement (MDM) formations and other
strategic institutions like the public
scctor and parastatals.

Q There should be open debates on
deployment in the constitutional
structures of the federmtion There

Q agrecing on the list process;

Q agreeing on the key policies for the
clection manifesto;

Q clectioncering support for the ANC at
workplace and in communitics;

Q implementing and reviewling structures
in regard to policies of governance.

National co-ordination

COSATU's 1999 clection programme is
being co-ordinated nationally by
Mbhazima Shitowa and second vice-

should be a disti b people
being elected by structures and
deplayment. In this regard no person
shall stand for electlon in the alliance
and in civil socicty and then clalm this
to be deployment by COSATU,
Although the 1997 resolutions allow for it,
leaders wauld not be deployed as they
were in 199 1. They have now been
clected onto the lists theough thetr ANG or
SACP activism by those organisations’
structures. Bhabhali Nhlapo, the national
clections’ co-ordinator, explalas; “We
realised that deployment without activism
Is not enough, We followed the dictums of
soclalism. People that go 1o Paclisment
must not only be COSATU activists, but

T . Peter Malepe. They are the
political heads of the programme and
represent COSATU on the ANC's NEC
clections' sub-committee. Nhlapo heads
the m part of the and
represents COSATU on the clections’
management committee of the allfance.
COSATU also has national co-ordinators
who co-ordinate with the reglons and
with the affilfates, All the COSATU reglons
and the affiliates have co-ordinators,

Nhlapo says that the capacity for this
year's clection will be the same as in 199,
The difference Is that this year they only
have ten full time people involved, atl
based at head office,

In 1994, al1 the people involved were
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SAAPAWU will mobilise voters in the rural areas.

full-time. Nhlapo il the

in resources seconded to the timing of the
1999 elections.'It is being held at the same
time as our collcctive bargaining round In
1994 the elections took place six weeks
before our bargaining round Now we
have to priontise the collective
bargaining*

Mohapi addressed the fears that the
servicing of members will be neglected
during the elections’ programme by

out that some
have been seconded full-time, the rest will
do their day-to-day work. He adds, 'We do
not want ta collapse COSATU into an
election machine. Otherwise nothing will
be left of the federation after the elections.
‘We are aware of the trap of not servicing
our members if we only focus on the
elections’

COSATU's 1999 elections’ programme
budget,according to Nhlapo, consists of
R2-mulion contributed by the ANC and

RI,8-million from Each member
from each COSATU affiliate contributed
R1 This R3,8million budget is much less
than the R8&-million budget of 1994.

Nhlapo states that COSATU is not
paying anyone involved in the elections’
programme this year. Their original
employers, be it affiliates or companies,
must pay them Their employers must
release them with their own resources
such as cellular phones and cars This
election they will not have separate offices
and will not be employing new people
and buying phones and cars.

Nhlapo notes that the alliance has set
up the following election structures on
which COSATU is also represented.
National Election Teams (NETS), Provincial
Election Teams (PETs), Regional Election
Teams (RETSs) and Branch or Village
Election Teams (BETs) He adds that
COSATU's role is to co-ordinate and
mobilise people to vote for the ANC. The

Vol 23 Number 2 Aprif 1999
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ANC is the implementing vehicle. Nhlapo
continues: “These elections are not about
COSATU. COSATU is part of the alliance
and thus the ANC!

Nhlapo links the elections' campaign to
building organisation'We are linking the
election drive to issues of organisational
renewal and collective bargaining. We have
to show the linkage between COSATU and
the ANC.We see the clections as a vehicle

need for massive community education is
not there anymore. Many people have
voted twice or even three times now?
COSATU is involved in places like farms
and construction sites, especially long-
term ones such as in the Maputo corridor,

Three phases

COSATU'’s elections’ programme has three
phases: registration, mobilisation and

to continue the Autumn
recruitment drive started in 1998, For
instance, SAAPAWU will go to farms to do
some voter education and organisc new
members as well!

Regional co-ordination

Mohapi discusses the Wits region’s

c of the ¢l T

“We have appointed our own organiser to
be the fulltime co-ordinator in this region.
There are danm:m clusters under him.
Affiliates’ and i

have been sccondcd to do co-ordination
work in these clusters”

COSATU Wits also has an elections’ uait
that meets every fortnight, It liaiscs with
the ANC and its structures. Mohapl and the
treasurer are on the ANC's provincial
structures which include politieal and
management structures. COSATU has
seconded people to participate in these
structures

At the begianing of April all affiliates
will second full-time officials for the
clections Affiliates will organise their own
programmes and indicate to the ANC and
SACE which arcas to target Asin 1991

i ds will be to thelr
unlmn They will report dicectly to their
untons which report to COSATU in the
reglons, Nhlapo acgues that this reporting
systern ensures the involvement of the
affiliates

Nhiapo says that COSATU s not scaling
down Its community Involvement, " The

Jeli 5 the vote',

First pbase: registration

During the first phase there were
meetings in factories, industrial areas and
locals to encourage workers to get bar-
coded klentity documents and to register.
In order to ensuce that workers coutd
apply for IDs, COSATU got the Department
of Home Affuirs to set up their mobile
units in industrial areas. They also
informed workers where to register.

Second prbase: mobilisation

COSATU is organising workshops on the
ANC's election manifesto to show workers
how they will benefit from it. These
workshops will be held in industriat areas,
factories, community venues and on farms.
Dur(ng this phase, COSATU will use the

G isslon (IEC)
sl.ulsllca on where people have registered
to mobillse the vote for the ANC. Nhtapo
says strongly:'We are golng to push for an
overwhelming victory ~ much more than
two-thieds, And unlike Mugabe we will not
abuse the two-thirds majority;

Nhlapo maintains that COSATU's
strategies for its locals, shopstewards and
organisers are the same as in 1994,

L voter ed Is di this
time around. The workshops focus more
on clection management, clectoral law and
why peaple should vote for the ANG.

Mohapi says that they have tdentifled
vulaerible sectors In the Wits reglon that

16
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COSATU helped ensure that voters registered.

need attention. farmworkers, domestic
warkers, education, mining and

construction
In the mining sector, a rival union,
‘Workers’ i is for

organise them during the clection drive In
the transport sector, TGWU will ensure
that drivers get time off to vote SAAPAWU
15 also doing good work in a project with

the UDM Mohapi says that COSATU has to
show a presence there He also states*The
education sector s seen as vulnerable
because a [ot of downsizing has taken
place. During the campaign for the Job
Creation Trust we picked up certain
perceptions in that sector. We have to
change the mindset. We must focus on the
public sector too because of the
prvatisation that has taken place. The
construction sector is Yulnerable because
of the high levels of illiteracy We must
provide education and information to
those workers! CAWLI will be assisted by
NUM in organising and mobilising these
‘workers and sorting out the voting
distnicts, Nhlapo adds that COSATU will
target domestic workers and attempt 10

Mohapi says that commercial research
is putting ANC support at 54% at the
moment. Eleven per cent of the people are
undecided. Contrary to Nhlapo, Mohapi
says that the alliance is expecting between
57% and 60% Convincing as many
workers as possible to vote for the ANC
will be a challenge since some workers.
have doubts about the ANC. TGWU’s
coordinator for social benefits, Maggie
Pooe, explains:' travel around the country
quitc often When I ask workers whether
they have registered they say *Yes, but we
are not going to vote for thc ANC. In 1991
when you spoke to workers about the
ANC you knew that they supported the
ANC. But now 1t is a different story. When
you shout 'VivaTGWU and Viva COSATU’,

Vol 23 Number 2 Apnl 1999
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During its programme, COSATU will assist the elderly and disabled.

the workers reply with 'Viva'. But when
you shout 'Viva ANC', the workers arc
much quicter!

Third Pbase: delivering the vote
During this phase COSATU will assist
prople to vote without engaglag ln
mobilisation, in accordance with the ILC
and the electoral laws

Asked about workers who might
support other political partics and their
involvement In the elections'
programme, Nhilapo and Mohapi point to
the resolution at COSATU's 1997
congress which states that the federation
will vote for the ANC and do
clectioneering for it. Mohupt

The list

This year only 11 COSATU leaders will be
on the ANC's list compared to 20 in 1991,
These include four NOBs on the natlonal
list: John Gomomo (president), Mbhazima
Shilowa (generat secretary), Connie
September (first vice-president) and
Ronald Mofokeng (nationat treasurer).
There are six reglonal office bearers
(RODS) on provincial Hsts' Dan Mohapi
(Wits replonal sccretary), Paulos Ngeobo
(RwaZulu-Natal regional secretary),
Assistance Moshudulu (Western Trinsvaal
vlee-regional chalrperson), Winnle Malopo
(Western Transvaal treasurer), Randy
Pieterse (Westeen Cape chairperson) and
Alfred Misi (Eastern Cape reglonal

achi that some \
might support other parties, but pointed
out that they would probably not avail
themselves to do election work for the
ANC Nhtapo adds that If members vote
for another party they may not use
COSATU activities or resources for it

chalrperson). There is also one person
from COSATU head office on the
provincial list: Mosheled] Papane (aational
cducation secretary).

Mohapi Is pleased to be on the ANC's
regional st for Gauteng. He Is & member
of the ANC's Meadawlands branch and
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also a member of the SACP’s provincial
execuuve committee. '] have been elected
becausc I am active in those organi

about neglected members This year less
officials and shopstewards are being
to the ions so COSATU is

My understanding of the trade union
movement is that it is a school for
workers. At some stage one has to

sure that it will not neglect members It is
also clear that COSATU is aware of the
dangers of being absorbed in politics and

graduate and go and use your ec ion in
government 1 will help COSATU
propagate its resolutions in government.
We will maintin a link with the workers
although we must still discuss how*

Maintaining links
Nhlapo explains that the relationship
between the new MPs, members of
provincial legislatures and COSATU wall
happen through the structures of the
allance, There will not be separate
caucuses. There is not a person-to-

it link but an isation to-
orgamsation link.

Mohapi argues that the new MPs and
MPLs will not be accountable to COSATU
as they have not been clected or deployed
by COSATU He says that he will be
accountable to the ANC as they elected
him. But are COSATU members aware that
he will not be accountable to them? “The
members on the factory floor might not
understand that we are not accountable
They might think that T have been
deployed and not elected But the workers
will still expect us to advance worker
struggles on their behalf?

Mohapi adds that one way 1o ensure
that their 'involvement in government is
not removed from workers is to use the
SACP to establish a base with COSATU
‘This way the organisations will move
closer We must make sure that the SACP

“leadership understands the workers and
their issues’.

The politics of an alliance
COSATU'’s huge involvement in the 1991
elections led to questions being asked

about its b s
gaps will exist when leaders are seconded
to help with clections and there may be a
decline in servicing of membership This
may pose a danger to COSATU, especrally
because it provides an opportunity for
nval unjons to recruit.

The newly-clected ex-COSATU
parliamentarians will not be held
indnidually accountable to COSATU. It is
impottant that membership understands
that COSATU can only try and influence all
ANC parliamentanans Membership cannot
be disappoi 1f Shilowa or Sep do
not do what COSATU wants them to do

During therr clections’ programme
COSATU is focusing on the education and
public sectors, where some ill feelings
exist towards the ANC due to downscaling
and privausation. COSATU will be
electioneenng in these sectors to repair
the damage done and restore the ANC’s
name and honour. However, after the
clections COSATU will continue to fight
the government on privatisation and
downscaling Unul then, they will be
telling retrenched teachers and public
sector workers that the ANC is the party
for them %
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‘Time to implement changes
and put people first...’

Labour Bulletin: Comrade Connie, how
are you feeling about going to Parliament?

Connte: We first have to see if I get into
Parliament. There is not one feeling 1 fecl
mixed COSATU has been my organisation
for almost 20 years. I've scen changes
wiathin it and it is something dear to me. So
I'm not leaving gladly.

After the ANC executive meeting swhen
the list was finadised, [ went home and
went straight to my room 10 grapple with
the implications of what was happening. It
is not a happy-go-lucky farewell at all!

Labowur Bulletin: What are you looking
JSorward to in your new role?

Connie: The neat five years in Parliament
will be critical, We must not have a repeat
of the last five years, especlally at the level
of policy formation. There have been
many important changes to the law. Now
its time to implement the changes and to
really put people fiest.

For cample, the changes that were
madc to the child maintenance law need
to be tahen out to women so that they
Anow what 1o do in order to sort out
maintenance (or their childeen, I've Iearnt
from trade unlonism that if 2 goad
agreement s not taken to the membership
for implementation it will fail

Labour Builetin: Do you have a
particular arca of interest, which you
reant to prrsue i Parllament?

Jane Barrell interviews Connie
September, shopsteward at Rex
Trueform and first vicepresident
of COSATU;, on the eve of the
election campaign and a certain
move to Parliament,

Connie: There are two areas [ would be
cqually happy to devote my time to* trade
and industry, and women. Those of us
‘who are going newly to Parliament from
COSATU will hold discussions through the
COSATU Parllamentary office about where
10 putt our energics.

Labour Bulletin: Is there room for

7 in the
between MPs formerly in COSATU and
COSATU structures?

Connde: 1 think many commades who went
to Parliament in the Iast electdons found
themselves altenated from COSATU. There
are many arcas where contact could

I3 . For the !
committee on agriculture could make
contact with Lirmworkers. Dut it's not a
question of muking yet another layer of
mecetings It's more @ questlon of ensuring
that the working class hias of the whole of
the ANC #s malntained and brosdencd, It's
aquestion of exerting pressure on the
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higher levels of
ANC structures and
eventually on the
ANC caucus. A big
mistake of the past
five years has been
that policy-making
has started to move
away from the
constitutional
structures,
Important
decisions are being
made by director
generals and
bureaucrats. We
must go back to
what we had in the
past, where the
Mass Democratic
Movement (MDM)
structures were
strong. This is where the alliance comes
in.. improved communication with
COSATU structures is important, but those
of us in Parliament wll be first and
foremost accountable to the ANC It 15
critical that the ANC maintains a bias
towards workers

Labour Bulletin: Int 1993 you said that
the single biggest influence on your trade
union ife bad been the Rex Trueform
strike.What trade union experiences and
lessons will you take with you to
Parliament?

Connie: Well, I'm contemplating writing
awhole book on my expenences since I
was elected as the first women national
office bearer (NOB)!

The past six years have been
wonderful. In 1993 we were still in the
trenches at Rex Trueform and the need for
transformation was obvious Now the
fundamentals of change in my workplace
are In place. Four years ago an industry

plan was agreed on a tnpartite basis,
including an agreement that money should
be set aside for skills trining
There are still problems with
with many

pretendmng to deliver training and cluming
money which just goes straight into the
company’s pockets But in Rex Trueform
we took them head-on and have

fated and i
an Adult Basic Education (ABE)
programme. We had ten students in

training last year and now have 24 ata
higher level. The classes take place during
working hours at the plant, and three
shopstewards have been trained to be
tutors A further two will be trined to
teach in mother tongue. The thing is, you
can't raise productivity when workers
can't read and write,

So the ABE programme is critcal for
the industry and even more important for
the indwidual. At the certifieate ceremony
in the factory all ten graduates gave their

Vol 23 Number 2 Apnif 1999

21



FOCUS: THE ELECTIONS

own stories of when they left school and
started work. They told how they had to
lic when they applied for the job, and how
they had to hide the fact that they
couldn’t read and write. Even management
was weeplng when they told their stories
The building blocks of workplace
transformation are now In plice, but there
isalong wily to go.With the LRA now in
place, the task is to enable shopstewards
to muake the changes on the ground. They

‘competition’ and I have seen the industry
shrink from 200 000 union members in
1993 te 150 000 in 1999. People are
talking about uplifting the service sector,
but what about turning manufacturing
around’ We should be talking about
quality textiles and leather and garments
And the same for other manufacturing
sectors

Labour Bulletin: Tell me about your
who was in her mid-teens

need to find the ¢ to challer
so-called managerial prerogative, The
‘workplace challenge' framework created
by Nedlac won't work if we don't
empower our shopstewstrds and
offictals

So this is where my interest in teade
and Industry comes from T come from a
very vulnerable sector. Garments and
textiles are vulnerable tocally, regionally
and globally

The international arcna Is arguing

when you took on being an office bearer
Jor COSATU.

Connde: My daughter is now almost 21,
and in her second year at college. We went
through some difficult times, with me
being away from home such u lot. But we
can now both sit and reflect without
exchanging accusations,

‘That period had its pain and | missed a
lotof time with hier. T can’t turn the clock
back but can only encourage ather people
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to be careful and to spend valuable time
with their chuldren, especially in their
adolescence.

The MDM must understand that we
have human beings i our ranks and we all
need to learn to balance the needs of
relationships and parenthood with our
political responsibilities The ANC was
progressive in putting 33% women in
Parliament, but there 1s still insufficient
recognition of the stumbling blocks to real
participation.

Organisations must not only ask
women to participate - they must break
down the barriers 1o make it possible for
women to participate.

election of women leaders. It's a pity we
lost the quota argument, but agrecement on
setting targets was still important Unions
with large numbers of women must elect
women. They must be bold. COSATU’s
gender structure needs to monitor
progress and enable the constitiitional
structures of umions to put the target into
practice,

My main message to my women
comnades is this' Don't say we are
marginalised and complain 2bout needing
extr training and so on. Go out and use
the COSATU constitution and decisions,
the labour laws and the constitution of the
country, to make things happen Usc the
tools we have created for ourselves. Also,
that things have moved in the

Labour What is your o
COSATU women?

Connie: COSATU can never be accused of
not changing the lives of women workers
Collective bargaining power has been
used cffectively, including getting certain
clauses into the BCEA. However, we stll
nced to sort out women'’s i

past ten years.

There 15 no more howling and
whistling when women stand up to speak
at a congress. The task is how to take
things further People think it's a scary
place to be an office bearer. But it's not
scary if there is a constitution to guide you

in our structures

In 1993 I was elected as the first
woman office bearer of COSATU. But why
aren't we now saying it would be good to
have two? In the regional structures we
still elect women office bearers as
treasurers The argument scems to be that
she always works with the purse at home
so we'll try her on thus first and then see
how she does

This must change. We're also not doing
very well at the national level within
affiliates, although there have been some
changes. NEHAWU, SACTWU and
SACCAWU all have women office bearers
But where are the women in SADTU, and
other unions with a large women
membership?

At the last COSATU congress we
decided on a targeted approach to the

and i of support in place T
must be bold enough to admit that at
times 1 expericnced some personally
hurtful accusations from other women

The point is if you only put one
‘woman into an office bearers committee
of six, patriarchy will continue.

I hope 1 have helped set the pace and
that COSATU women will not turn back
My fellow office bearers set the pace
giving me a broad range of responsibilitics,
ranging from Nedlac to the ILO These
were not favours but tasks demanded by
the organsation. I hope the incoming
office bearers, men and women, recognise
the importance of working like this. %

Jane Barrelt is currently co-ordinating a
project for the International Transport
Workers Federation (ITF) She is a member
of the Labour Bulletin edftorial board
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COSATU members’ attitudes
towards the 1999 elections

attitudes towards the thea upcoming
199 { clections was conducted by
from the of Cape
Town, Rhodes, Port Elizabeth, Natal and
Witwatersrand, They looked at the political
attitudes and hopes of COSATU

In 1991 a survey of COSATU members®

Christine Psoulis reporis on
COSATU members’ attitudes to
the elections and workplace
democracy:

towards South Africa's first democratic
clection In 1998 the survey was repeated,
this time round with the help of Naledi,
Our aim was to assess the attitudes of the
labour movement, and COSATU members
in particular.

The method and the sample

The main techaique used to gather the
data in both 1994 and 1998 was a natlon-

Figure one: Union affiliation

wide survey, The 1998 questionnaire was
largely based on the 1994 questionnaire
with a few changes The changes updated
issues and included more questions. The
total sample size target for 1998 was 650
cases.

Similar sampling methods were used for
both surveys although a completely new
sample was denwn up for the second
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Figure two: Age of respondents
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survey The sample made sure that worhers
in the main industrial areas (Gauteng,
KwaZulu-Natal, Eastern Cape and Western
Cape) were proportionally represented
The 1998 survey also included the mining
sector (1in Gauteng), which was not in the
1994 survey. Statistical tests showed that
the sample was representatve of COSATU
members.

Researchers contacted the regional
COSATU offices to inform them of the
research and gain permission to do the
research in the identified workplaces
Researchers conducted face-to-face
interviews.

They aimed to interview rvo

R
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shopstewards and eight ordinary members
in each workplace.

Who was surveyed?

Union members

The 1998 survey interviewed most of the
federations’ affilintes It did not include
members of SADTU, POPCRU and SASBO
Most people interviewed belonged to
NUMSA (18%) and SACCAWU (16%)

Gender

In the 1998 study, two-thirds (69%) of the
respondents were male and a third (30%)
were female.

Vol 23 Number 2 April 1999
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Figure four: Level of education
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Skills shopstewards (92%) were clected by show

Most of the respondents were semi-skilled
(35%) or skilled (307%).

Age
‘The largest group of respondents (3G36)
were between 26 and 35 years old

Language
The fargest group of respondents
were Xhosa speaking

Education

Mast of the respondents (38%) had a
standard six, standard seven or
standard 8 education. Most
respondents had been to high school
but did not complete It. Some
respondents (7%) had a technical
diploma or university degree,

Union democratic
structures?
The study tried to find out how
COSATU memibers understood union
demacricy and its relationship to
political democracy.

Unions have continucd to sustain
strong shopfloor structures most

of hand or by scecret ballot.

It seems as if there has been an increase
since 1991 in the extent to which members
want to mandate their shopstewards. In the
1998 survey most workers insisted on
consultation (50%) and expect their shop-
steward to report back to them every time
the shopstewand acts on their behalf (76%6)

Table 1: Who are you going to vote
for in the upcoming election?

PARTY 1994 1998
ANC/SACP/COSATU 75% 74%
AZAPO 0% 0.2%
opP 1% 0,5%
IFP 1% 1%
NP 5% 4%
PAC 1% 0%
ubMm - 3%
Have not decldod - 4,1%
Will not vote - 1%
n 1994 = 643

n 1998 = 646

missing 1994 =  15%

missing 1998 = 1,6%

other 1994 = 1%
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ninety three percent of workers said that
if shopstewards did not report back they
would remove the shopsteward. Most
COSATU members attend union meetings
either once a weck (37%) or once a month
B4%)

An important finding of the 1998 study
is that knowledge of Nedlac has increascd
(37%) shightly since 1994.1n 1994, workers
K ge of Nedlac's pres - the
National Manpower Commission (NMC)
and National Economic Forum (NEF) -
was 23% and 22% respectively Eighty-one
percent of workers in 1998 said that they
know what the RDP is. Very few (33%)
hnow what Gear is and those who know
about it do not have strong views on it

Political democracy?

« The main 2im of the study was to
examine COSATU members' attitudes
towards political democracy, Many
workers seem to be happy to have
former unionists in Parliament and feel
that COSATU's decision to send 20

COSATU will help mobilise the vote for the ANC.

unionists to parhament was the right
decision (67%).

We were interested to see if COSATU
members still supported the ANC. Tuble 1
compares the voting behaviour of
COSATU members in 1994 and 1999.

It is most striking that support for the ANC
has not changed since 1994. Seventy-four
percent of COSATU members indicated
that they would vote for the ANC/SACP/
COSATU alliance in the 1999 elections (as
opposed to 75% who said they would be
doing so in 1994).

Table 2 compares COSATU members'
voting behaviour in 1999 and the region
they live in (sce table 2) Interestingly, only
0,8% of COSATU members in KwaZulu-Natal
support the IFP. There is some support for
the new political party, the UDM 1n the
Eastern Cape (2,9%) and in the Western
Cape (4,8%).

Most workers (54%) feel they cannot rely
on political parties to protect their interests
They feel they will always need trade unions
to protect their interests (93%)
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Table 2: Cross-tabulation of voting preference with region

Party Gauteng KZN | Eastern Cape Western Cape
ANG/SACP/ COSATU 83% 73,8% 80% 54,8%
AZAPO - - 06% -
DEMOCRATIC PARTY 0% 1,6% 0.6% -
IFP 2% 0.8% 0.6% -
NP 0,4% 41% 3,5% 10,.2%
PAC 1,3% - 0,6% -
ubM 2,2% 2,5% 2,9% 4,8%
Do not infend to vote 7.6% 12,3% 10,6% 15,1%
Have not decided 3,1% 4.9% 0,6% 1,9%
Other party 0,4% - - 3,3%

We ashed an open-ended question on
how workers felt the new government,
clected in 1999, would improve their lives.
We ranked their responses (see table 3)

Q workers want services delivered and
infrastructure improved,

0 workers want to recerve higher wages;

Q workers want more job creation and to
be economically empowered,

O workers want the new government to
restore law and order;

Q workers want to sce people being
treated cqually and meism/

discrimination abolished.
Day-to-day issues in the workplace and life
are central to workers' expectations. Law
and order emerged in the 1998 survey as
one of the issuces facing workers. They
emphasise the need to ‘bring back law and
order'. In 199 { COSATU members had very
high expectations of how the RDP would
improve thelr lives and what services would
be detivered to them. In the 1998 survey we
attempted to establish ta what extent thelr
expectations have been fulfilled (see table
3) Workers feel delivery has taken place in

three areas: clean
Table 3: Expectations and Delivery water (81%),

electricity (81%) and
SERVICE 1994 1998 telephones (76%)

Waorkers feel that
Clean water 82% 81% there was the least
Eloctricity 85% 81% effective delivery on
Telophones 72% 76% their demands for
Salo and healthy working environment 86% 64% higher wages (41%)
Bottor hoalth 87% | ea% and for access to
Access to oducation and tralning 0% 62% hn.d 524

The satisfaction

Housing 1% 55% with water, electricity
Bettor public transport 79% 54% and telephonces is not
Enough nutritional lood 7% 53% surprising s it seems
Accoss to land 81% 52% to bean arca in
Higher wages 79% 4% which the

8 has been
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Table 4: What will workers do if the new government elected in
1999 does not deliver?
ACTION 1994 1998
Put pressure on former unionists sent to Parkament 66% 70%
Vote for ancther party n the next election 0% 37%
Form an allernative party that will provide these benelits to workers 29% 33%
Participate m ongoing mass action to force the government 1o
deliver on its promises 72% 53%
Workers wll do nothing 4% 5%

most effective in delvery. Clearly, in other
areas, worhers’ expectations have only
partially been fulfilled.

The response of Cosatu members to how
they wall respond of the government elected
in 1999 fals to deliver on its clectoral
promuses is very interesting. In the 1991
survey a number of responscs were
identified, the highest of which was
participation in ongoing, mass action to force
the government to deliver on its promises

In the 1998 sucvey this proportion
declined significantly to 53% These results
indicate that worhers are Jess ready to take
to the streets over political issues and are
beginning to rely more on Parhament and
their representatives In a sense, thercisa
beginning of a process of ‘normalisation”
with action continuing around workplace
issues but a decline in wilingness to
undertahe mass action over political issues

Conclusion
‘The research has shown once again that
there is a consistency and persistence of a

as part of the Tripartite Alliance, remains
largely unchanged

If the new government elected in 1999
fails to delver on workers’ demands,
workers are less likely than in 1991 to
resort to ongoIng mass action to force the
government to meet its electoral promises
A growing number of workers seem to be
accepting parliament as a centrad arena for
their political aspirations. *
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Jocus: rethinking welfare

Workfare:

what does it mean?

Tlu: dominant view in American and
British thinking is that welfare
should be replaced by ‘workfare'.!
The idea is that the welfare state, which
provides unconditional grants and benefits
to the 1, creates 'dy

on the state and decreases the desire and
the capacity to work.

Welfarc systems and labour marhet
support programmes should instead, be
designed to encourage, reward and -
where necessary - enforee work.
Countries like the US, the UK, Canada,
Australia and New Zeatand have all
initlated welfare reform efforts to assist
transitions into paid employment, British
Prime Minister, Tony Rlair, has insisted that
in the UK at least ‘it really is the end of the
something for nothing days'.

Here, the underlying poals of social
welfare policies are shifting. Now, the
preferred approach is confronting the
unemployed with a combination of'help
and hassle’ In order to actively assist
transitions into paid cmployment.

Under the Blair government's
wide-rnging welfare-to-work stritegy,
“hielp’ Includes tax credits for poor
working familles, basle edueation and
tralning, and the proviston of Job search
*Hassle includes compulsory participatton
in progmmmes for cligible groups, backed
up by financlal penaltics for non-

Jamie Peck argues that while
‘bard workfare’in the US
creates jobs it bas negative
soclal and labour market
consequeences.

The UK is following the American
madcl of workfare-style policy-making,
although British ministers do not use the
term ‘workfare’ because of its negative
connotations.

Blair and Clinton both believe that
poverty and under/unemployment arc
caused by ‘welfare dependency’, low

ion and , ¥
They have rejected the old approaches
involving job creation and better benefits
because these were seen as costly and
counterproductive,

The old Keynesian orthodoxy of full
cemployment, secured through
demandslde macroceonomic
management, has been replaced by a néw,
“‘worhfarist’ ecmphasts on fult cemployability,
secured through supply-side,
micro-cconomic interventions., In a world
of flexible labour markets, they argue, all
those who can wark must wark. The right
10 e asslstance In ring
the Libour market comes with

compliance and il 4 ibilities In the form of compulsory,
beacefits active participation
30 SA Labour Bulieun



WORKFARE

‘Soft’ workfare or ‘human
capital development’

Objectiv ,
Raising long-term employability thraugh

investments in education & trzining

Advantages:
nto

work

higher wage employment

potential for career mobility

scope to tackle multiple job barriers

oopuoo

expands the range of potential job
openings

Disadvantages:

relatively high unit costs

requires institutional infrastructure
nsk of traiming without jobs
unresponsive to short-term needs
nsk of ‘over-servicing'

many goals

danger of excessive attnition
uncertamn outcome measures
‘internalises’ wider social costs

ocoocpoO0Ooo

Experimenting with workfare
Two main strategies have emerged from
the hundreds of locallevel workfare
expenments in the US. The first strategy is
the ‘human capital development’ approach
or*soft workfare'. It tries to assist the
transition into employment by providing
supportive services, specifically education
and training (see box above) Such
developmental programmes may run for a

skills and are encouraged to accept that
any job is a good job Work-first
approaches can be seen as ‘hard workfare’
they force people into work, usually low
paying work. The best-known example of
such a programme was initially developed
in Riverside, California As tlus is currently
the most common form of workfare, it 1s
the focus of this article.

California’s counties have been
developing a mnge of approaches within
the state’s Greater Avenuces to

(GAIN) [ since
the mid-1980s. The Manpower
Demonstration Research Corporation
(MDRC) did a detailed evaluation of GAIN
1n six counties Tt tracked the experiences
of an'experimental’ (on-programme)
group and ‘control’ (off-programme) group
over a period of three years

‘Hard’ workfare or ‘labour
force attachment’

Objective:

Bringing about rapid transitions into
employment based on short-term
work-orientated interventions

Advantages:

outcomes-orientated policy
simple administration

low unit costs

clear programmes

rapid results

uses avallable job opportunities

oopocpoo

long time and aim 10 place particij in
‘good jobs'.

The alternative approach, which has
become more popular in the 1990s, is the
‘labour force attachment or ‘work first®
method (see box alongside) Here,
short-term interventions aim 1o sccure
rapid traasitions into available jobs.
Participants are assisted with job-search

requires strong/dynamic job market
inereased risk of ‘churning’

fails to tackle mulliple job barriers
does not address skill shortages
perpetuates working poverty
insensitive to individual skills needs
ignores problem of unstable jobs
fails 1o build social capital

ocoopoo0o00Dg
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Across the six research sites, the
outcomes were modest, with Riverside
showing the best results. The Riverside

have your [welfare] grant reduced...Under
this regime, welfare feels temporary.?
The centrepiece of the Riverside

T average
gains of $3 113 (49%) for

is the job club/job search
All GAIN par who do

relative to the control group Welfare
payments were reduced by an average of
$1 983 - or 15% - for experimentals
compared to the control group. For cvery
public dollar invested in the Riverside
programme, $2,84 was returned in the
form of reduced welfare costs and
increased tax income.

The MDRC that the work-fi

not need further education are
immediately put into the job club. Job club
i search i and
on the filling in of job applications. It also
draws attention to the 'differences
between a working lifestyle and a welfare
lifestyle which is seen to cause
uncmployment. It encourages the

p to look at what he/she can do

approach was the most cost-cffective way of
maving welfare recipients (most of whom
are single mothers) back into work. It found
that the results for the human capital
approaches were much more mixed. 2 This
evaluation has contributed to an explosion
in Riversidestyle across the
US and clsewhere.

The Riverside model
The Riverside GAIN progeamme has the
usual mage of services including assisted
job search and basic education. What
makes Ri il is the aggressi
way it sends its ‘'employment message’ to
clients and its emphasis on moving
pacticipants into work as quickly as
possible. The philosophy of the
is to do the it takes

to place an individual in employment (see
box below) According to MDRC
President Judith Gueron:‘More than any
other place | know of, this programme
communicates @ message of high
expectations When you walk into a GAIN
office in Riverside, you are there for one
purposeito get a job. At orlentation, job
fevel ) joh lngs;
throughaut, programme staff convey an
upbeat message about the value of work
and people’s potentlal to suceeed.., 1 you
arc offcred a job, you luve to take it or

now as a start toward a working lifestyle’. 4
Whilc the tone of the programme is
positive, the majority of participants are
forced to attend the programme. Riverside
for non
more than the other seven lacgest countics
in California. The department’s director
cexplains:‘It is not optional.You don't have
the luxury, if you're a welfare recipicnt, to
stay home. In fact, we insist that you come
here. We use motivational techniques in
sales, in marketing, about the wonderfut
things that employment can do you for
you. But if they don't even come and show
up, we will cheerfully reduce their welfare
grant’.®

The Riverside philosophy

"It you havo an automoblle that doos not
start, do you pull the englne out and put a
new ongine In, pound the dents out, palnt
itand put new tires on it? Or do you Just,
look at the spark plugs and the polnts and
do the most minimum thing to make tho
car run? So using a practical approach
hore, if a person can't got a Job, Is It
because they can't sit up In a chair right,
that thoy don't know how to markot
themsalves? if so, that's all we're golng to '
do. Why should we do mora it that's all It
1akos to got somobody a job?" (Rivorside
manager)

3z
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Participants who are
encouraged 1o regard ‘any job as
a good job', usually find
themselves quickly getting
low-wage entry-level jobs
Riverside’s philosophy is that
participants are more likely to be
able to move into a better-paymng
job 1f they are already in work
GAIN staff have to place at least
14 clients in work per month

Another distuncuve
characteristic of Riverside is the
active job development
programme. GAIN staff are hired
1o develop jobs for clients This
includes scanning newspapers
and looking for ‘help wanted’
signs They apggressively promote
the general concept of GAIN and
market therr ‘job-ready”
applicants who can, if necessary,
be with an employer that very
afternoon For programme staff,
employers’ needs and preferences are
most important They screen partis

Jamie Peck.

Q a cost-conscrous management style,

Qan

thoroughly before referring them for a
hiring interview and are ‘sensitive to the
needs of the employer’.

MDRC’s Judith Gueron describes the
positive features of the Ruverside
approach:

O senuor officials in the agency priontise
the programme;

Q a strong commitment and adequate
resources;

O a strong emphasis on getting a job
quickly;

0O a mixed strategy, emphasising
structured job search and using basic

* education;

Q job developers establish close links to
private sector employers and help
recipients find work;

Q the use of sanctions (e, grant cuts) to
enlforce participation,

focused

style. ¢
The programme’s essence is driving down
costs while maximising the flow-through
into employment, and maintaining strict
discipline while promoting the virtues of
work. Riverside’s unit costs are Iow in
comparison with other more ‘service-ricl’
programmes.

Riverside’s other side

Measured in narrow terms, the Riverside
GAIN programme is effective in moving,
people from welfare to work However, it
is important not to exaggerate what has
been achieved

‘The Riverside results look so strrking
because of the pattern of failure in
welfare-to-work efforts in the US. The
Riverside results may be the ‘most
impressive yet achieved’, but they are far
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. at B> 1\ 4
was also at the workshop.

for the

from conclusive. The MDRC data revealed

that:

Q the Riverside experimentals were only
$52 per month better off than their
counterparts in the control group who
had had no contact with the
programme;

Q about tsvo-thirds were not working at
the time of the year-three Interview;

QO almost half siever worked during the
entire three-year period

While Riverside's GAIN programme was

pushing people into work it was not lifting

them out of poverty. As Judith Gueron
admits, If ending poverty rather than
tackling 'welfare dependency” §s the goal,
then Riverside does not provide the
answer ‘the downside to Riverside is that
families weren't moved out of poverty

People didn't get better fobs IF that's your

roal, you have to make a larger investiment

to get there'.?
A study examined work-fiest and uman

capital development approaches in
Michigan. It revealed that while the two
groups achicved the same employment rate,
the work-first group achicved consistently
lower carnings and were more likely to be
placed in part-time work., " Average wages of
the workfirst group were 30% lower than
for the human<capital group, both at Inltial
placement into Jobs and 90 days after
placement. The earnings of the work-first
group were 85% of the poverty mte for a
family of two and 56% of the poverty rte for
o family of four.

So while work-first may look lke good
welfire policy, it ts not good saclil or
fabour market policy, The workfare
strategy Is based on the assumptions that
the local labour market has the capaclty to
absorh a continuous flow of welfare
recipients and that such trnsitlons can be
achieved with falrly minimal support, Tt
depends on the existence of « very
turbudent, high turnover Libour market,

34
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which produces many (mostly low-wage)
vacancies The Riverside programme
indirectly substdises low wage employers
by providing a forced labour supply and
covering much of the costs of recruitment
and induction '

This kind of welfare reform displaces
rather than solves the problem. the welfare
problem of today becomes the
fabour market problem of tomorrow The
Riverside method of rapid labour marhet
entry has become the norm in the US
since the passing of the Personal
ibility and Work Opp itics

Ind to rest the more service-mtensne
version of 'soft’ workfare promoted by
hiberals

[ the debate around the Family
Support Act of 1988 an uncasy consensus
was constructed between iberal
supporters of workfare-as-socil service
and conservative supparters of
workfare-as-punishment. This was
reflected in the design of the federal Job
Opportunities and Basic Skalls programme.
It bined comp Y par (to
satisfy conservatives) with provision of

Reconciliation Act of 1996

PPOTLIVE Services — training
and childcare (to placate liberals)

Nobel Prize-winning Robert

Solow (1998) conservatively esti that

at the right-wing Hentage

wages at the bottom of the American job
marhet will have to fall by 5% to absorb
even two-thirds of the welfare caseload
nto work:‘Either way, the working poor
will pay... The burden will take the form
of lower earnings and higher
unemployment, in proportions that are
impossible to guess in advance’ *

The [ow-wage labour market does not
‘pull’ people into it The Riverside strategy
1s designed 1o ‘push’ people from welfare
into it In the words of a GAIN regional
manager,'It's any 10y 1d

F ise the debate saying
that workfare supporters see attempts to
train welfare recipients for skafled jobs as
impractical and a mssuse of the term
workfare. It conflicts with the goals of cost
reduction and may limut the number of
recipients who can participate because of
the expense. Liberal supporters of
increased welfare spending are seen to
have hyacked the teem “workfare’ to jusufy
traditional and meffective social service
policies '

‘Work-first approaches have been

kid could tell you, but a doctorate in
sociology can't” If you want people to get
off welfare, you stay on ther backs untl
they get a job’."

Riverside is 2 crude method for drving
people off welfare and is acuvely
indhfferent to the wider effects on poverty
and labour market conditions

‘Any job is a good job'?

The significance of the Riverside model
lies with the set of fundamental
ideological currents into which its ‘jobs,
jobs, jobs’ phulosophy taps It has
Iegitimised the ‘old style’ model of
workfare favoured by conservatives. It has

across a large number of US
states. Welfare reformers in other countrics
are also choosing work-irst approaches
Such strategies will continue to be
atteactive where budgets are straned,
anti-welfare sentiments are high and
where there is frustration with traditional
programmes and services

But while work-first may give the
impression of a quick fix, it is anything but
It forcibly rotates unemployed people
through low-paying and unstable jobs
Most programmes offer Lttle or no chance
of escaping poverty As a result, conditions
at the lower end of the labour market
detersorate because of this ‘crowding’.

There must be a ready supply of jobs in

Vol 23 Number 2 Aprl 1999

35



FOCUS: RETHINKING WELFARE

the local labour market for hard workfare
strategies to be effective. Workfare does
not create jobs. It is therefore not suited to
countries where there is high
unemployment Here there is risk of
raising ‘employability without jobs’.

this i ion, the
policy debate around welfare-to-work and
active labour-market strategies in Europe
has been broader and deeper than the US.
In European debates, there is a widespread
acceptance of the need to create jobs,
rather than simply enforcing work, The
Europeans make a strong case for
maintaining a secure ‘floor’ under the
labour macket, This can be met by
measures such as minimum or‘living’
wage policies and the payment of ‘fair

benefits’ or ‘basic income’ strategies.

This more progressive strand of
thinking stretches the definition of
‘employment’ to embrace new fields of
‘work in the ‘social economy'. Glasgow'’s
Wise Group is one of the better known of
such programmes (see box below). In
many communities, there is stifl
considerble scope to generate socially
usefut (and ‘real’) jobs in areas like
caning work or cnvironmental
improvement.!?

Such socially-progressive strategies

amore i e to
the sterile debate between ‘hard and ‘soft!
workfare. This is because they address
both the demand-side question of the
of jobs and supply-sid:

Glasgow’s Wise Group model

The Wise Group in Glasgow comblnes
training and employment services with
communily regeneration activities in the
local soctal economy.

The Wise Group philosophy is to
generate jobs In the community sector
which pay real wages and meel real soctal
needs Ths 1s both a job creation and a
training programme, Most jobs represent
new omploymant opportunities because
thay were croated in the social sector by the
programme

The Wise Group seeks 1o create jobs.
outsido tho usual aroas of the private and
the public soctors to satisty unmet
community necds in the procass. Those
new jobs include housing rehabilitation,
socurity, offico

unemployed on a voluntary basls.

Second, they oparate according {o the

same ‘rules’ that govern the formal labour

market The programme uses
recruitment and selaction procedures,
wages and work contracts. In return
particlpants receive a full wage.

Q Third, for each participant, invelvement In
the Intermediate labour market Is for a
delined perlod of tima to provide training,
‘work experionce and job-search
assistance. Job placements are by design
temporary

‘The Wise Group model seeks 1o ‘re-shulffle”

tho job quoue through tralning and work

exponence in the social cconomy A recent
covaluation showed that moro than two-thirds

=]

improvamenl and forostry

of the ‘intermediate labour marke!’, which

has three dohining charactoristics:

O First, [tls intermediate’ In that it is
betweon and

of pi pants found or
soll-omployment after leaving the
Tho coro of tho programma Is tho notlon scheme.

Although the unit costs of tho schomo aro
gonorally higher than those associated with
short-torm programmes, this mustbo

privata-soctor wagod work, Accoss to
1ralning and employmont opportunitios
are restrictod 1o the long-torm

agalnst the fact that participants
recolvo full wages while soclally-useful
sorvicos and rasourcos aro boing providod
for low-Incomo communlties.
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concerns such as job training

Neoliberal workfare
strategies propose that
solutions to the jobs crisis can
be found only on the supply-
side of the labour market, in the
forced ‘activation’ of the
unemployed

This confuses neo-hberal
fantasies about the ‘work-shy’
poor with the reality of job
shortage in structurally-weak
labour markets. Sustainable
solutions will not be found untl
we acknowledge and address
job shortages in structurally
weak labour markets %
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Response to
Jamie Peck

T hank you to Professor Peck for a
rery thought provoking paper
which bas enriched onr ideas
about welfare to work,

Workfare and South Africa

In his article (beginning on page 30),
Protessor Peck has shown the hmitations
of workfare stratcgies in addressing
poverty and inequality in advanced
industrial socicties The alternatives o
workfare strategies that he suggests are
consistent with our own employ ment
strategy fmmework, although the
economic situation and unemployment
levels differ preatly between the countries
Tor example, South Africa is faced with
low economic growth rates, high
structural unemployment and high levels
of mass poverty and incquality These
present us with different challenges to the
challenges facing the United States or
Britaln The welfare statist policy models
of advanced industrial socicties canniot be

applied easily in the South Afrdcan context.

Some features of our policies and
progmmmes could souad ke ‘workfare’ as
you desenbe it South African social
policles have however been re frumed
within a devclopmental and employment
absarbing cconomic growth stoitegy 1o
boost job ercatton, Our employment
strtegy states “We need to get South
Afrtca working . A job ghves a person an
opportuaity to contribute to the

Leila Patel was discussant at
the workshop and responded to
jnm(‘o Peck’s input.

productive growth and social
development of the nation... It generites
income and selfrespect’. (Department of
Labour, 1998)

Targeting the vulnerable
Child support benefits to single parents
are being phased out. Voluntary and

ity devel
have been designed to support women
finding pathways out of poverty They
offer opportunities to develop skitls and
patticipate in SMMEs, The progmmnies
exist together with other initiatives such
as land reform, small-seale agricutturat
development and housing subsidies to
nerease the assets of the poor. We need
actlve ltbour market policies and specially
designed progrummes 10 support
vulnerable groups and people with special
needs to reintegeate into the labour
marhet,

People with disabilitics arc demanding
access to employment, as opposed to
belng on welfare, The disability riglits
movement hus consistently called for
active fabour market policies, social
support and skills development since

38
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disabled people are discriminated against
in the labour market and many live 1n
poverty

Ex-offenders also struggle to obtain

and are against

in the labour market Many d/o not have
skills, traiming or work experience. The
Natsonal Institute for Crime Prevention 1s
deyveloping special empowerment
programmes since there are not state
benefits to support ex-offenders The
Bay gen Group, w hich is a private sector
partnership with NGOs, has developed an
(:.\1\"€mt])' innovative bustness strategy
employmng people with special needs It
costs R22 000 per annum to keep a
person in jail as opposed to R6 000 per
annum for famuly support., This R6 000
should reduce with the phasing out of the
child and parent social programmes.

Professor Peck’s paper has remunded us
of how imporant it is 1o explore more
fully the refationship betsween labour
marhet reform and the restructuring of a
welfare system In South Africa there isa
lack of policy and programme
co-ordination in tlus regard

The international experience
World wide changes in welfare policy and
in the redesign of welfare systems have
influenced the direction that South African
social policy has taken. We are aware of
the growing pressures faced by welfare
states to balance financial constraints with
growing demands for more and better
services

Other important factors contributing to
the financial erisis of welfare states were
lower rates of economic growth, i

Professor Leila Patel.

industrial societics - leading to
redesigning or adaptng the system

These policy changes were supported,
as Professor Peck points out, by shifts from
Keynsian social democratic approaches to
a neo-liberal paradigm and an attack on
the welfare state People who supported
these shifts argued that public social
provision worked against economic
growth, produced negative work
ncentives, and did not encourage people
to save and invest.

Policies and practices were adopted that
gave fewer people access to welfare. For
example, rules changed so that fewer people
qualified for welfare, procedures were
adopted to ensure that beneficiary take-up-
rates of services and benefits were less
expansive and outreach oriented,
public/private partnerships were
i and workfare
were adopted There has also been a

Iabour market conditions, demographic
changes, changes in the nature and structure
of the family, and the impact of globalisauon
‘There were clearly both internal and
external factors which contributed to the
crisis facing welfare states in advanced

ion of welfare resp
from central to provineial and Jocal
government.

South Africa’s welfare policy
Interestingly, the neo-liberal thetone of
welfare ‘dependency’ has been evident
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here too, where welfare is often referred
to as ‘handouts’. In the post-1994 period,
policy-mak and some bhad
to be persuaded that this amounted to
victim blaming and an avoidance of
acknowledging the structural causes of
poverty and inequality.What complicated
the situation was the low status that social
welfare services, benefits and p

own experiences of the development
ivities of anti: id social
We combined what we saw with our own
country-specific conditions to produce a
very unique South African policy framework.
‘This policy framework incorporates
some of the following elements:
0 a relationship between social and

enjoyed in the public domain at the time,
Govi | with stakel

around these issues when developing a
ncw welfare model for South Africa. It
aimed to create a national consensus on a
new welfare model. In fact, in the cardy
stages of the new democratic context,
many people did not understand the vital
rolc that social security plays in alleviating
poyerty. Rescarch studies demonstrated
the positive social and economic impact
that social benefit transfers (which are
means tested and noncontributery) have
on houscholds. This positive impact is
especially found in relation to social
pensions which has a take-up rate of
almost 80% of elderly people who are
cligible. (Department of Welfare, 1997)

Thinking and policy around welfare has
changed with the adoption and
implementation of the White Paper for
Welfure, This developmental maodel took
global trends into account as well as the
strengths and limitations of the welfare
state approaches We were particularly
Influcnced by Third Workl development

and the social ¢
approach adopted at the United Nations
World Summit for Social Development
held in Copenhagen in 1995,

The welfare policy model which we
devetoped drew on a range of different
thinking We looked at different straands of
welfare thinking and different experdences
Including the RDP, innovatfons in
developing countries experiencing simitar
soclal and economic conditions; and our

O a need for a comprehensive approach
svhich goes beyond social sectors;

O social and welfare rights and obligations;

Q an i ion of

Q a pluralistic political system within
which policy choices and trade-offs are
made and which determines how far
redistributional measures will go;

0 a proactive state which would initiate and
facilitate social development, social
support,and protection for poor and
wvulnerable groups such as svomen,
children and youth, peaple with
disabilities and people in low wage
Eroups.

In conclusion, the policy models or

variations of welfare state models do not

readily fit our local context, We have
integmted some strands of these
approaches, others have been reframed
within 2 social development approach. %
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The relevance of
workfare to SA

fter the Jobs Summit we were
invited to Brussels to look at the
EU’s employment strategy
Interviewing people in the EU, I found

that a close relation has been asserted
b

Y mac:
policies, growing employment, raising
Living standards and the financing of social
security Instead of arguing that high levels
of social security act as a barrier to
employment, Europeans I spoke to took
the view that high levels of employment
finance and consolidate a modernised
social secunty system

There is a growing ageing population in
Europe Nevertheless, parties are looking
at expanding employment to finance the

of pension rather

than cutting back pensions Alan Larson,
who is the director general of DGS,
effectively the ‘employment ministry’ of
the EU, 1alked in this context about raising
employment levels from 60% to 72% in the
next ten years

Social security

There seems to be less focus on reducing
non-wage costs such as social secunty,and
more of an emphasis on reducing areas

. which are scen as a barrier to
employment, such as certain types of
taxation (for example, VAT)

Social security was spoken of as a

‘producuve factor in the cconomy’, mther
than a squandering of wealth

Neil Coleman, from COSATU’s
Dparliamentary office, gave an
input at the workshop. This is
a shortened and edited version
of bis input.

A‘productive factor’ because it raises
living standards and thus effective demand
in the economy

‘The Europeans also argued that social
secunty lessens social division and
conflict,and ensures greater co-operation
in the production and distribution of
wealth

A view is commonly held in the
developing world and South Africa that
only advanced capitalist states can have
comprehensive social security systems
However, the people we spoke to do not
appear to share this view. In the current
debate about enlargement of the TU,
Eastern European countries which operate
under a primitive form of capitalism, are
being expected to construct social
security systems as a condition of entry
into the EU.

LU officials argue that many European
states built social sccurity systems in the
context of relatively backward economies;
and that more recently, large gaps between
systems of relatively poor Southern
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W,

Luropean states, and their Northern
counterparts, have had to be bridged.

‘Fleaibitity” means different things in
the EUand in SA Europeans tath about a
skills based flexsbility, training and
mobility from low to high technology jobs.,
Obviously within this there are different
variants In South Africa, the notion of

is aimed at d

weakening union organisation and
lowering wages Alan Larson said that
where there is greater flexibility in the
marhet, there is 2 nced for more, not less
securnity Security should be found in areas
like labour standards and social sccurlty
systems

Europeans are comparing thele model
to the American model and saying that In
America there is higher employment of &
particular type, especially in the service
sector, but there is also a growth in
incquality and a growth in the working
poor. This Is accompanied by
csudlisation, deregutation and the
lowerlng of minimum standasds, This
places an extra burden on socicty to

 Neil Coleman of CSATU, Ravi Naidoo of Naledi and Dennis George of FEDUSA.

support poor people who are in
cemployment.

Anothier problem is the privatisation of
the social wage in America. Househald
expenditure on social security is similar in
Sweden and the US. However, in America it
Is private expenditure and in Sweden it is
public expeaditure, and obviously the
distribution of this expenditure is vastly
different.

Workfare’s relevance

I'question whether the notion of

‘workfare has Immediate refevance to the

South African situation for a aumber of

reisons

Q Firstly, because the long term
unemployed fall totally outside the
sociat security net in this country.
‘Those who sire covered by UIT are
covered oa g temporary basls, They are
only covered for u six-month period and
then, only If they have been in
employment for a certaln period of
time. ‘those who aee uncmployed in
the long-term and who have never been

a2
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employed are not covered at all by UIF
(over 90% of the unemployed do not
qualify for UIF)
Q Secondly, in this context,
unemploy ment in South Africa is not
only a downward pressure on wages It
also exercises an upw:mi pressure, by
increasing the number of dependants
betng supported by a worker's pay
packet,in the absence of a social
securty system It puts enormous
pressure on workers to push fora
higher take-home pay to support the
growing number of unemployed in the
extended fanmly
‘Thirdly, we cannot talk about a

(]

comprehensive social security system
n South Africa - it does not exist.
COSATU-commissioned research shows
that 13,8 millson people who are living
n poverty, have no access to any direct
form of income from the state. About
40% of househalds in the lowest twa
quinules get no social security transfers
2t all Whule it is well known that wages
and in particular old age pensions are
very extensively used to support
people, particularly in rural arcas, it s a
completely scatter gun approach. It
depends if you are fortunate enough to
have a wage camer or an old age
pensioner in your farmdy. If you do not
have one of them you do not get an
income transfer, unless you qualify for
other grants

COSATU’s approach

COSATU links the concept of social
security to the broader concept of a social
wage. The social wage includes social
secunity support, public health, public
housing, public transport, education,
trinng etc.

A social wage system would be a
combination of direct income transfers,
like UIR and indirect income transfers

through subsidies by the state in the form

of the national health system, tmnsport

cte Such an approach takes forward the
developmental and redistributional
cconomic logie of the RDP - focusing on
redistributing wealth and opportunities
and bringing, people into economic
activity This approach ams to”
fundamentally restructure social relations
rather than being a purely welfare-dniven
approach - which paruatly alleviates but
also institutionalises poverty, by
perperuating marginalisation and
dependency

COSATU sces the establishment of 2
comprebensive social security system

(CSSS) as a key pillar in advancing this

vision of a social wage. Animportant

advance was made in the parhamentary
process on the White Paper for Social

Welfare, when it was agreed to incorporate

a to the of

such a system We have 1aken this forward

in discussions with government, in the

Jobs Summit, in the alliance processes and

elsewhere.

Engagement on the shape of 2 CSSS
needs to happen at vanous levels:

Q restructuring of the retirement system
1n South Africa,

0O restructunng of the UTF;

Q invesugating the basic income grant
proposed at the Jobs Summit, and its
relationship to other grants;

Q debating the correct mix between
social assistance and social insurance,
the former largely being direct grants
coming from government (from the
fiscus), while socnal insurance 1s

i funded by emp

and workers;

Q examining the implications of current
macro-cconomic policies on social
security provision;

O finally, we must be very careful that so
called ‘developmental social security’ does
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not constitute a surrendering by the state
of its social security responsibilities.

Delivery
Some people will say that we cannot even
deliver the fragmented and limited social
security system which we have presently
got. That should not act as a barrier to a
more comprehensive system. It should
spur us on to begin to look at much more
effective and comprehensive systems
which are easier to administer. The
income grant proposal, for example, would
not be means tested but would be
universal. This is designed to avoid the
problems of administering delivery.

Approaches to delvery should be linked
to other strategies which government is
developing to empower people, particularly
the poor and rurl communities. One
example is government's idea to setup a
post office bank. Here everyone in the
country would become linked into the
banking system through the network of post
offices in the country. That has all sorts of
obvious advantages in relation o delivery of
social welfare.You therefore need a

and

approach The Department of Welfare
cannot da it atone.

One thing that is particularly worrying
is the danger of privatisaton of certain
arcas of social sccurity, and the social
wage. Certain areas which are currently in
the private sector, like large portions ol
the health system, need to be de-privatised
or nationalised and brought into the arca
of public care.

Fiscal constraints

Onc view Is that,as a result of *fiscal
constralnts’, we have pot to increasingly
shift the burden to fund soctal sccurity
onto the private sector and workers This
i a short sighted approach which th
trade unlon movement has opposed, as

Neil Coleman.

being both developmentally and
cconomically retrogressive. The ficst major
danger is that such an approach would
exclude the majorlty of people who are
not in formal employment. Secondly, it
would raise the unit costs of providing
social security because it will reduce the
benefit of large-scale delivery, as well as
undermining public provision of those
services. Private provision also usually
excludes cross subsidisation, Thirdly, it
would rmisc the non-wage costs of
employment. All this could lead to the
increasing marginalisation of the very
poor beciuse it will increase segmentation
and result in Umiting social security to the
cmployed, Finatly, this witl relnforce
private provision of other aspects of the
social wage such as the move towards

arketdriven provision of

detivery of housing %

sport and

Nell Coleman Is the depas tment head of
COSATU's parlicamentary offfce
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The Basic Income Gmntv

abour proposed the following on a

Lasic Income Grant (BIG) at the Jobs
Summit.

Q Every citizen would recesve a grant of

say R100 per month To ensure that the
system targets the poor and 1

by Neil Coleman

to learn at schools It would stabilise
ion spending and -

those earning over a certain amount
(for example, R2 000 per month) would
pay back the amount they receive asa
tax People carning over R5 000 per
month would pay back double what
they receive as a‘solidarity tax’.

QO The money would be claimed back
from higher income earners through
the South African Revenue Service and
the balance will be paid by the fiscus

iminary i indi that
the cost of implementing a BIG of R100
per month from 1998 may peak at
R23-billion in 2003/2004, assuming a
75% take-up rate within six ycars

Q Both the poor and working poor will
benefit. The system would not

for locally p:
goods. International experience shows
that basic socal security 1s important to
promoting economic growth.

Q The BIG would help alleviate poverty as
poorer people in large households pool
their income. It would also lead to a
more equal intra-household distribution
of income - empowering women and
younger people.

Q The BIG could be paid into people’s
accounts through the banking system,a
reformed and extended Post Office Bank
or through community banks.Ttus would
help expand financial infrastructure into
rural areas The transfers would be
automatic and thus requure less

people from working because everyone
will receive the grant. It thereby avoids
the problems experienced by ‘welfare
states’ where the possibility of welfare
creates a disincentive for people to
work. 1t is therefore a real component
of ‘developmental’ social welfare.

Q The BIG would contribute to making
people economically acuve through
giving them access to cash Tt

There would be less
cormruption because the BIG would be an
entitlement and would not be dependent
on the discretion of officials

Q The State Old Aged Penston (SOAP)
system should remain in place since it has
a proven teack-record as government”
most effective poverty alleviation
programme. This will be reduced by R100
and the pensioner will get the BIG

would contribute to improved health
status and improved ability of children

werll receve the
same amount of money The same should
apply to the disability grant. %
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Revamping social security

he need to revamp South Africa’s
sacial security system is undisputed
mongst Nedlac’s four

ints to the fict that the RDP
called for a‘national social welfare delivery
system which ensures the greatest
coverage in terms of benefits to the
Ppoorest through a restructured, integrted
social welfare delivery system .t nationa,
provincial and local government levels'.
®DE1991)

Government acknowledges that in
terms of the new Constitution, access to
social sceurity is a ight. Business also
backs the concept of social security, and
believes it s the duty of government o
provide social secunty, including socil
assistance and social insurance.
Community has challenged government to
speedily implement the intended
formutation of 2 more comprehensive
saclal security and welfare safety net’
Csubmission 1o the Jobs Summit, June
1998)

Nedlac task team
One of the agree at the Jo

there is a strong link between labour
market policy and social security. They
therefore agreed to establish a joint
Labour Market and Development Chamber
task team to implement the Jobs Summic
resolution.

Review

The first part of the agreement on social
security states that there should be a
feviesw of the existing system. There is
widespread acknowledgement that this
system is neither comprehensive nor
Integrated.

Government, under the leadership of
Minkster of Welfare, Geraldine Fraser.
Moleket, has alceady initiated such a
review process

An Inter<lepartmental task team,
including the departments of healch,
labour, welfare, transport, justice, defence,
cnergy and Ainance is close to completing
review of both sockal assistance (grants
such as disability, maintenance, war
reterny) and soclal Insucance (for
example, unemployment tnsurance,
worskman's compensation),

The

in October Last yean, was that parties
committed themselves to achicying
Implementation of an effective
comprehensive sockl security system It
would be almed especially at those lving
in poverty and the unemployed

The socld pactiers recognised that

of Welfare's Tezlle
Makbiwane told Nediac that the task team
o Jooking at soclal healdh proposals
and the lsue of a basic Income grant, The
busic income grant bad been propased by
labour and caprured In the Jobs Summit
agreement.

The government task team iy not
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looking at retirement funds, as a review of
this nature has already been done by the
Department of Finance

Principles and objectives

All the constituencies have done a fair
amount of work around the issue of social
security over the past five years
Government published documents such as
the White Paper for Social Welfare and the
White Paper on an Integrated National
Disability Strategy in 1997, Labour has
published a submussion on the White:
Paper for Social Welfare. The

Business fully supports the idea of
social security but is concerned about
affordabilty

Barry Shipman, business’ representative
on the task team, said that business had
identified five important principles for a
social security system It should®
Q be affordable,

Q be sustainable from a delivery point of
view;

Q operate on the basss of solidanty among
participants,

Q have careful funding and fiscal control,

Commission looked closcly at the issuc of
a socual wage

Labour's representative on the Nedlac
task team, Ravi Naidoo, spelled out five
hey objectives that labour would hike to
see accomplished through a revamp of
social securnty.

The first objective is maximum
coverage Naidoo says that the
Unemployment Fund currently covers
only 5% to 10% of workers and that this
should be extended to cover all workers.
A second objective would be to
restructure the social insurance
1nstitutions to:

Q reduce duplication and create
economies of scale;

Q ensure that as many people as possible
are covered;

Q promote equity

Labour’s third objective is to ensure that

there is an improvement 1n public sector

service delivery. It wants a commitment to

maove away from private provision of

social secunty (such as employers.

providing transport, housing)

Lastly, Naidoo argues that the
implementation of a social security system
should at the same time promote
structural reform of the cconomy, such as
promoting access to productive assets and
social investment

Q be on a senior level, with
Parliament possibly having overall
control

Process
Government has undertaken to submut 1ts
review to the Nedlac task team by mid-
April [n the meantime, the constituencics
will submit broad principles and
primary objectives and hold
discussions 1n an attempt to reach a

FOCUS ON NEDLAC

<common understanding at a .I\rv"‘

conceptual level

Once the task team has studied the
government's review, Nedlac will be able
toidentify any gaps or areas for further
study The task team will also begn to
formulate proposals

Government's task team is required to
provide a report, containing both the
review and proposals for an enhanced
social secunty system, to the Minsster of
Welfare by July, for mandating at Cabinet
level

By interacting with the government
during the process of finalising the review
and the Nedlac ¢ i ie:
will be able to make an impactatan
carlier stage instead of merely waiting for
the report to be tabled in July. This wall
hopefully speed up the implementation of
this very significant Jobs Summit
agreement.
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Jor 1999

major priority for Nedlac for 1999,
Ai-s implementing agreements that
have been reached. Other

priorities include the role that Nedlac can
play in the integmtion of southern Africa

Nedlac’s work programme

Finance and monetary policy chamber
‘The finance and monetary policy chamber
has not met since late last year, as it has
been without a labour convenor,and
business and government have expressed

U and the of Nedlac theic : to convene
3 and processes without onc. However,a mecting is being
2 convened at the appropriate level to
: Chamber work progr develop a work programme that enjoys
° the support of the parties. A policy
g Trade and industry chamber session is being armanged with the Minister
E One of the chamber’s prioritics for 1999 is of Finance.
ot he free trade agreement with SADC. The
~

<

(__: S chamber is addressing one of the
><‘-"—“ ‘¢ Jobs Summit agreements by laoking

at strenpthening customs and excise

in order to tackle customs and VAT
fraud. It will also embark oa a review of
tariff policy (also anc of the agreements
reached at the Jobs Summut) and look into
South Africa's inyolvement in multilateral
trade institutions, such as the World Trade
Organuation

The Workplace Challenge Project and

the rescarch being conducted under the
Fund for Research on Industrial
Development, Growth and Equity
(TRIDGE) are also important trade and
industry chamber projects. The chamber
has approved studies on i tourlsm
collaboratlve inltative and a review of the
tax holiday scheme., Research hriels are
also belng develaped for a domestic
competitihveness report, a report on
standards, guality, acereditation and
metrology and a roport on 1rade and the
cnvironment

The development chamber

The chamber has

four main clusters of work to tackle In
1999. Each cluster of work will be
assigned to a task team, One task team will
deal with local government issuces and the
Muasakhane campaign.

‘The White Paper on Local Goveenment
and the Municipal Systems Bill are two of
the Jocal government issues on the
programme. The Masakhane work will
Include preparation for the Masakhane
presidential and local councll awards and
prepamdon for i proposed summit at the
end of 1999.1he second task team will
cleal with health, land reform and social
security, The Jobs Summit agreement on
soctal securlty will form the basis of the
work on this issue. A joint committee with
delegates from the fabour macket chamber
and the development chamber has held
three meetings so far. The thind task team
wlil dead with poverty and dissblility Jssues,
whilst the fourth will deal with housing
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and infrastructure delivery The chamber's
work on housing was tahen forward in the
Jobs Summit and has resulted in a
presidential lead project on housing This
is progressing well

On infrastructure, the chlambcr has
appointed an agency to conduct a major
survey of infrastructure delivery in the
country There will be a three-phase
report back to the chamber reference
group, with the final report in June 1999.

Labour market chamber

The bulk of labour market chamber work
in the first part of 1999 will be in
ping positi for it to the
SADC employment and labour sector At a
meeting in early Apnl, South Africa made a
tripartite input on-
Q a draft code of good practice on the
safe use of chenucals in SADC;
0 a draft declartion of productivity in
SADC;

Q a draft social charter on fundamental
nghts in SADC
The labour market chamber has a number
of ongoing 1ssues to deal wath, such as
demarcation apphications, and TLO
conventions The amendment of section
154 of the LRA, which deals with the
tenure of Labour Court judges, has also
been put on the agenda

Non chamber-specific issues

Nedlzc has earned prominence and respect
through 1ts successful interventions in
applications for socio-¢conomic protests
made in terms of section 77 of the LRA
Issues currently on the agenda as a result of
secuon 77 notices being tabled are.

Q the condutions of the criminal courts
and the demands placed on public
prosecutors,

Q the transformation of the tertary

2

education system and related
matters

o

d

-
PP

ation tions

D

which are
grouped together in an industry er sector for
bargaining purposes The LRA gives Nedlac
the task of considenng applications to register
new counctls or to change the scope of
existing ones

The standing on

Q The application for the registration of the
amalgamating Bargaining Council for the
Meat Trade, Gauteng, was supported

Q The application for the variation of scope
of the Building Industry Bargaining Councit
(Cape of Good Hope) was supported

recenlly considered the following applications.

Their recommendations were supported by the

executive counc! of the 5th March.

QO Application for the vanation of scope of the
Bargaining Counci for the Furniture
Manufacturing Industry of the Eastern
Cape The application was supported by
the standing committee and the labour
marke! chamber provided that

a The for the ofa
National Bargaining Council for the Chemica!
Industry was supported except with respect
1o the exclusion of the wholesate patents
and pharmaceuticals sector, on which
agreement was not concluded.

The standing committee has considered the

following applications, which still have to be

ratified.

o

was made to the

ks and C Services

between the building industry and furmiture
manufacturing industry in 1986. The
agreements provide for the interpretation
of the sectors and areas of the Industries

Counctl (; )
Q Jewellery and Precious Metal Industry
Bargaining Couneil (Cape)
& Liquer, Catering and Accommodation Trades
{South Coast Natat) Barganing Council
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The new superunion
CEPPWAWU

n 2426 February 1999 a new
Osupcrunion was launched. The

Chemical, Energy, Paper, Printing,
‘Wood and Allied Workers Union
(CEPPWAWL) was formed in a merger
berween the Chemical Workers Industrial
Union (CWIU) and the Paper, Printing,
‘Wood and Allied Workers Union
(PPWAWU).

‘The new union has 92 000 members

and includes the following sectors:
pharmaceutical, glass, rubber, plastics,

industrial

petroleum, pulp and paper, printing, wood
and furniture.

Why merge?

CEPPWAWU general sceretary, Muzi
Buthelezi, expliins why the merger took
place:

‘CWIU and PPWAWU were COSATU
affiliates. In teems of politics we came
from the same school or political
tendency. Both unions recognised the
neced to form a bigger union with
employers becoming more powerful

Both unions had realised that they had
to follow international trends and become
more powerful. This was explained in the
secretariat merger report:“The decision to
forge unity was informed by the need for
both unions to grow and be powerful
enough to deal with the challenges of
globalisation being imposed on our
members by employers Most unions

CWIU and PPWAWU recently
merged. Tanya van Meelis
reports.

overseas are aligning themselves for
survival and strengthening their power
base through large and dynamic
organisations which command respect
and influence in the society’

Buthelezi explains that increased power
will not only be a result of increased
membership numbers, but also of the ability
to take action across different sectors of the
economy:'Industrial action taken in 12
sectors will be very powerful. We can
already stop the country with a strike only
among, petroleum workers. We are also
organised in very strategic industrics”

The deputy general secretary, Bengeza
Mthombeni, states that the new union
must benefit members:'For two unions to
come together it must benefit members.
With the merger we are now more united,
stronger and better able to tackle the
challenges that face us.We will be bigger,
more cfficient and we will deliver a better
service to members!

Ensuring a successful merger
CWIU and PPWAWU used a number of
strategles to ensure the success of the
merger.
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CEPPWAWU brings together CWIU and PPWAWU.

Getting advice

CWIU and PPWAWU got the advice of
NUMSA on what to do to ensure a
successful merger. After ds 1

next meeting Branches and regions had
mecetungs between the former unions where
information was shared to enhance

mergers with comrades from NUMSA,
CWI1U and PPWAWU decided on what
would work best for this merger.

Task teams

The unions sct up task teams with clear
terms of reference to discuss merger
matters and make recommendations to
constitunional structures. Task teams dealt
with a number of issues including the new
unon’s i i

An example of where this
took place was in KwaZulu-Natal

Commitment of leadership

A large amount of work and many
mectings took place to ensure the success
of the merger Mthomber remembers
how he and Buthelez: often would meet at
7am to ensure that the process kept
moning forward and issues were tackled.
There was, according to Mthombens,'a

structures and procedures, policies,
membership, finances, staffing, staff
conditions and offices.

Sbaring information

“Mthombeni exphained that on¢ of the
feasons the merger was successful was that
bath unions shared information fully 1f
information was requested and could not be:
provided immeduately, the union would go
and get the information to present at the

[d i to achieving the objecuve’.

D 15 I if Sfirst
Many mergers do not take place because
of fighting of individuals over leadership
positions CWIU and PPWAWU avoided
this problem in this merger by dividing up
the positions of the national office bearers
(NOBs) before the merger took place
CWIU got the following three positions
general secretary, first vice-president and
second vice-president.
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PPWAWU got the following three
positions: deputy general sccretary,
treasurer and president. Each former union
held elections for the three positions they
were allocated. This ensured that
teadership were democratically elected
and that leadership was established before
the merger took place.

The honorary president is Blade
Nzimande,

Stressing worker unity -
that

CEPPWAWU's otto is ‘A working class united for socialism’,

democracy. Both unions had received a
mandate to merge from their own
congress.

The: four task teams that dealt with
issues related to the merger, included
workers and officials. The teams reported
to a plenary, which debated issues and
submitted recommendations to joint

for further

and decisions.
Reports from the task teams were
submitted to branches and regional

worker unity ensured the success of the
merger. It motivated comrades to work for
the merger and to resolve problems that
may have prevented the merger from
taking place,

Worker control

The unions ensured that the merger .
process was subject to worker control and

to inform them of the progress *
and identify issues to discuss. Branches
could submit rccommendations. Final
reports on the merger talks were
submitted to a joint meeting of the
CWIU NEC and the PPWAWU CEC
which debated the issues and took
decisions.

Mthombeni explains that CEPPWAWU
will also act on the principles of worker
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contro! and democracy.'The challenge for
the new union is to avoid creating a
burcaucracy We need to ensure
involvement in all aspects of the new
unton We need to build strong locals and
regions. The new union offers the
opportunity to go back to basics Each
worker should be interested in the new
union We pin the hope of revival on the
shoulders of cveryone!

New structures
There will not be branch structures in the
new union, but regional structures They
will be launched from March to May 1999
There will be seven regions KwaZulu-Natal,
Western Cape, Lastern Cape, Mpumalangz,
Free State,Wits and North West Local offices
will the spread over the country to ensure
accessibility to members and provision of
wnvice,

The constitutional structures will be:

and factorics We need to go and address
meetings etc to build the new union.
National leadership must build the
locals!

Staffing

CEPPWAWU's total staff compliment will
be about 140 nationally. NOBs are
expecting some staff to leave the new
union. Mthombeni explains that it is
human nature to fear the unknown, and
explains that people may leave because
they do not know what wall happen with
the new union.

While people may leave on a voluntary
basis, there is a commitment in
CEPPWAWU that staff wil not be
retrenched However, staff will be
redeployed in a fair and objective way
Mthombent explains Whale it is difficult
for people to move we need to spread
human resources.We need to use human

national congress, national and
national ¢ D is not a form of retribution.
committee, regional congress, regional If 2 member of staff does not accept a
ccut i local request, the union

councils and shopsteward committees.
Election of office bearers will tahe
place in terms of the CEPPWAWU
constitution. Mthombeni calls on all
members and staff to build the new union
He says that national leadership will play
an active role in reviving local structures
“Leadership will go to the regions, locals

Buthelezi identifies the
challenges:

Q buillding a new union and bringing
together workers and staff with different
tradtions;

ensunng a big union is aso efficient;
‘building a strong militant union;

«dealing with collective bargaming in a
broad way - the social wage;
developing strategies to deal with
globalisation.

oo

o

will consider that as a resignation.

Organisers in each of the former unions
will learn about the other union’s sectors
‘Thus former PPWAWU organisers must
understand the chemical sectors and vice
versa. Organisers will be expected to
service worhers in all sectors as part
of building the new union,as
Mthombeni explains'“We must avoid
Leeping the status quo - we need to
say how do we ensure a new union
emerges People must be given new
responsibilities”

Another change that will be made
regarding staffing is the possible
employment of 2 human resources office.
By employing a human resources officer,
the secretariat will be released to deal
with policy, key negotiations and building
the orgamsation.
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Policies
The policies of the former CWIU and
PPWAWU will be integrated over time. A
task team will identfy arcas of difference
between policies and attempts will be
made to reach agreement, Congresses will
take final decisions on policy matters.
NOBs will meet to discuss policy and
find a way of operating until the union has
new policies. Mthombeni says that there is
a potential for new and dynamic policies
to emerge:‘There has becn a meeting of
common minds looking at the new
policies.We nced to cnsure that we have
dynamic policics. We will continue in
certain processes like Safcol We cannot
just abandon processes like that now. By
examining and understanding what we are
doing in different cases, the former CWIU
will learn from the former PPWAWU and
the former PPWAWU will learn from the
former CWIU.We need to see what is
happening and take the proper and best
action We need to understand things
correctly to develop new policy
This presents an opportunity for new
policy?

Women leadership

CEPPWAWU has no women NOBs.
Mthombeni regrets this and says the issue
of women p must be ad;

cover the following sectors: petroleum,

ical and rubber,
glass, heavy chemicals and consumer
chemicals.

The plastics sector will be covered by
the Metal Industries Bargaining Council.
The outstanding issue for the bargaining
council is whether or not pharmaceutical
wholesalers fall withun the scope of the
chemical industry. Nedlac has referred this
to the Minister of Labour to take a final
decision.

The former PPWAWU is now
pressurising employers into centralised
b: ini and is
bargaining structures with employers in
the following sectors: pulp and paper,

ing, printing and publi: saw
milling, paper merchant, tissue/waste and
paper collection and wood distributors.
Employers still have to form an employers'
association.

CEPPWAWU wants to consolidate
centralised bargaining and draw other
unions in:*Tight co-ordination and
rationalisation of sectors and collective
policies will be dene by the new union.
Sectors to be combined have been
identified to reduce the number of
sectors! (Secretariat report)

‘We hope to incorporate SATU into

‘The new union has taken a regressive
step. CW1U had a woman NOB [

have always argued for women to be
top of the agenda - we (the former
PPWAWU) had a quota in COSATU. We
should start in regions and locals to
cnsure that women arc in

since a
of the sectarian approach taken by SATU is
not in the interusts of broader bargaining’
(Buthelezi)

Buthelezi also expects employers to
resist:‘Employers are panicking saying we
have gone too far with CWIU. PPWAWU

teadership.
Bargaining

Centrallsed bargaining

CWIU is in the final stages of setting up a
national bargaining council which will

2! will re-think
bargaining’ (Buthelezi)

Harmonising approacbes

At the moment, the two former unions
have different dates to start negotiations.
A s to Butl b

arrangements will have to change: *We
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CEPPWAWU's message to
bosses

'We are now stronger and speaking with one
voice We will nol compromise on improving
our conditions We are Ieadm;; members who
are disadvantaged For example some earn
R300 per week. Bosses co-operate wilh us,
or else we will use our strength to get what
members deserve’ (Mthombeni)

CEPPWAWU’s message to
members
‘We ask every member to contribute to
building CEPPWAWIU by going to local,
regional and national structures This 1s your
weapon

Workers only have their unity and
strength — use it effectively to democratise
the workplace ' (Mthombeni)

need 1o harmonise the approach so that
we will submit the same demands to all
cmployers in PPWAWU and get them into
centralised bargaining It will also be a
struggle to get companies to start
negotiaung at the same time because most
companies have their financial year ending
on their financial year®

CEPPAWYU also plans a three-year
strategy around negotiations and will
include soctal wage demands.

The area of provident funds also nceds
to be re-aligned ‘This 1s the most
complicated area and it will take years to
realign Jan Mahlangu (the former CWIU's
provident fund co-ordinator) is very
dedicated and will ensure that the process
is smooth Co-operation will be very
important’ (Mthombeni)

Difficulties in the process

in the
process and things that could have been
done dfferently:*Time was a problem and
not everything could be done to our
sansfaction within the time frame. We
could not present an integrated budget at
congress®

More co-ordinauon and discussion
could have eased the process."We could
have had more meetngs at the level of
functionaries to co-ordinate. There has
been a lack of discussion in some regions”

More work needed to be done to
ensure co-operation and deal with
resistance: Wil leadership has
emphasised co-operanon it hasn’t been
rcalised. There were some elements
resisting change at a regional level?

The future

NOBs believe that there is potential for
membership growth in the chemical sectors,
furniture and in the panting and publishing
sectors Efforts wall be made to recrwt and
increase membership to 140 000

Mthombeni is confident that officials
and members will be able to build a new
union that will tackle the challenges that
e ahead

‘Comrades will have to work in
co-operation to build the new union. We
have an opportunity to break with the
past and foster a new culture on the eve of
2 new millennium It is not easy to build a
new culture, but what 1s common is the
need to deliver to members This common
aim must unite cultures We must be
professional 1n our work. We must
modernise to tackle the challenges that lie
ahead We aim to continue on our good
foundation but also build new styles of
work We must be a union that will be an
example to others. We must ensure that
our members speak in one voice and
benefit! (Mthombeni) *
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A culture Bulletin

ere are some more poems and

waords of songs to contnbute to

working class culture. Our thanks to
‘Thobule Maso, worker poet, for permission
to use his poems The songs are taken from
an article by Elsabe Brink in a 1984 Bulletin,
The songs were sung by the Garment
‘Worhers' Union in the 1930s and 1940s If
You are interested in more workers' poetry,
Ditsela has published a collection called
Revolution revived:a collection of working
class poetry.You can call Ditsela at
(011) 403-2155 and speak toAyanda or
Thozama.

0, do not bow

(The Garment Worker, March/April 1941.
Translation; Elsabe Brink, SA Labour
Bulletin,vol 9 no 8. To the tune of
‘Bobbejaan khim die berg')

O, do not bow and do not sway

to slavery and fascist law

We should all unite and together stand
Such low wages are no fun

We women too share in the
fight

(Translation: Elsabe Brink, SA Labour
Budletin,vol 9 no 8 Composcd for a
Garment Workers' Union rally for a living
wage in February 1940.)

We women too share in the  fight,
We too, work, butld our land

compiled by Etienne Viok

We women, balf of our nation
Fight for the progress of South Africa.

Solidarity forever
Thobiie Maso, SAMWU

Socialism s my future

I have nathing to lose

1t makes me to be conscious of myself

Though I live in the miserable
stteation

1 will fear no brutality

Because the working class is with me

Marxism and Leninism is my
compass

It gutdes me against the temptation of
the Capitalism

1t restores my conviction

Agltating and mobilising the
masses

Workers' militancy is my strength

1 will devote my life  forever

To fight for sactalism

Solidarity forever

Mobilise communities mobilise
Mobtlise campuses mobilise-

Mobilise workers mobilise
Mobilise women mobilise
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Solidarity forever

Decolomalisation of mind is education
i time
From porerty line to bread Ime
Lot the red flag fly bigh again
" Worker to worker
Country to country

Soltdarity forever

Abolish brutaltty abolish
Abolish barbarism abolish
Aboltsh cabalism abolish
Abolish capitalism abolish

Solidarity forever

Thicves and invaders are suffocating
the nation

Global villains are destroying the
bumanity

Vampires are sucking the blood of
industrial soldiers

The daylight robbers are back

Solidarity forever

Organise our people organise
Organise our proletariats organise
Organise for revolution organise
Organise for socialism organise
Communes forever

Contmunism forever

Solidarity forever

Tribute to the Cuban people
Thobile Maso, SAMWU

Socialisni is the future

Lies they bave sneezed

Truth they bave killed
Undertakers wait and confuse

Life is living bread fs shared
Socialism is the future

They pofson the water in order to kill
the fish

They speak like samnts and act like
dertls

They preach democracy and act like
bureaucrats

The little island, the universal
obsession

Threatens no one b is wunder
sicge

Socialism is the future

The blows of reactionaries arc
showering ltke haid

WDy you shrink like rabbuts in tbe
storm

The final goal is yet to come

The victory is certain each one teach
one

Soctalism is the future

Declaration of point of
departure

the aim is not dispute

The action is arginnent of means to
the end

Struggle is victory

Guided revolution is
Dumanity

Socialisnt is the future

Let the means 1o turn the tides
From Africa, Cuba to Russia
Keep the fire on

The world is full of misery

Socialism 1s the future
Buedld st now! Butld it now’
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The social impact of
globalisation

studies have looked at the social
impact of globalisation. In the

international multilateral trading regime,
concern over ‘social dumping’ led to the
proposal for a social clausc to the (then)
GATT in 1994, The matter was very
controversial and parties referred the issue
of what could be termed ‘social rules’ to
the [LO

In the ILO, a task force was establsshed
to conduct a series of country studies in
order to shed some light on the social
effects of cconomic globalisation, A
number of member countries agreed to
participate in the country studies, namely
Chile, Mauritius, Bangladesh, the Republic
of Korea, Switzerland, South Africa and
Poland. It is hoped that these country
reports, once finalised, will shed some
light on the social effects and impact of
globalisation on countries at varyng stages
of development. The South African
country report is thus an important part of
this process

In the last few years international

Economic globalisation
Economic globalisation is a process of
rapid cconomic integration between
countries, driven by the Increasing,
liberalisation of international trade and
forcign direct investment (TDI),as well as
frecing up of capital flows

The process is evident in a number of
actwities such as,

The ILO conducted a study on
the social impact of
globalisation. Susan Hayter
reports on globalisation’s effect
on job loss in South Africa.

O trade between countries, in goods and
services;

Q capital flows such as FDI;

Q multinational enterprises;

O new production methods and
networks;

Q technology.

Globalisation
Unil South Africa’s first democratic elections
in 1994, South Africa was isolated from the
global economy. After the 1994 elections,
South Africa reentered the international
arena and experienced the globalisation of
its economy. The new government sarted a
much needed process of economic reform.
It introd policy measures an
outward-oriented cconomy aimed at
achieving export led growth while at the
same time introducing measures aimed at
improving social cquity

The liberatisation of trade, together
with the lifting of sanctions against South
Africa, led 10 a deamatic increase both in
exports and imports as a share of GDE FD[
began to increase, showing the increased
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mrernatonal
nteraction and global
mtegration of the
South African
cconomy

Employment
Apartherd economic

policies tended to be
capit

intensive - they
were biased towards
mestment in
machinery rather than

somvces

Otmer pivata sector

developing human
capital (labour) This was a mther strange
policy feature in a country with a large
(unused) abour force.

The result was that by 1991,
unemployment rates had reached
unacceptable lev

s and jobs were being
lost at an alarming rate. Official data on
employment levels (helow) shows a
strong decline in non-agricultural
employment betsween 1990 and 1993,
Employment stayed roughly the same from
1994 to 1996 and there was an increase in
job loss between 1997 and 1998

A closer examination of the pattern of
job losses in the economy since 1991,
reveals a very uneven picture. Figures
show net employment creauon from 1994
10 1997 in the public sector, trade and
private scrvices and job losses in mining,
manufacturing and construction.

Reason for job losses
Some have argued that globalisation,
particularly the liberalisation of trade, has
had a very negative effect on the
employment situation They presume that
higher levels of imports have caused job
losses in the South Afnican economy. This
view is supported by the expencence in
other countries where trade liberalisation
had negauve employment effects in
importcompeting sectors There,
companies in import-competing sectors
found themselves having to compete with
cheaper imports in domestic markets 2s a
direct result of import hiberalisation

The ILO (1999) study examuned the
1ssue and found that whilst the processes
of trade Iiberalisation had probably
contnibuted to the weak employment
performance, channels through which this

has occurred are

Beo0oon different from those
Seonoom typically assumed
Since the start of
se0m trade hiberalisation,
8200005 exportonented
" smamn sectors had
performed better
{0 than import-
cemeon competing scctors
exo00m0 in terms of gross

output, productivity
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gains and wage increases. However,
relative job losses were comparatively
larger in export-oriented sectors

Q Are more jobs going to be lost in
export-oriented industries? Given that
the five year tariff reduction and

compared to job losses in ing
import-competing sectors taken as a
‘whole.

Sectors that had previously enjoyed
high levels of protection and those that
have experienced a more severe decrease
in import tariffs have experienced
relatvely lower job losses than the other
sectors All these factors suggest that the
direct impact of import liberalisation is
not the only or even the main factor
behind employment losses.

So what are some of the factors behind
these trends 1n job loss and what does
glohalisation have to do with it? Empirical
analysis carried out in the study suggests
that job losses seem to be caused by a

only kicked
in in 1995, can we expect a delay in its
effects on employment and see more
jobs being lost in import oriented
sectors?

Employment creation

Why is globalisation not resulting in the
creation of employment? Theory on the
issue suggests that trade liberalisation has
the potential to increase national welfare
and create jobs. Indeed, most cross-
country studies into these issues conclude
that increased trade and forcign
investment flows are (at least in the long
run and in most cases) correlated with
higher rates of economic growth and

process of i (or
‘rightsizing"). This affects export-oriented
sectors in particular

Ina low-growth environment
charcterised by low levels of investment,
firms appear to be reacting to increased
international competition (in foreign
markets) by rationalising production and
downsizing employment

A number of questions remain
unanswered.
O To what extent had export-oriented
sectors been employing excess labour?
Did the phasing out of the general
export incentive scheme (GEIS) affect
employment in those sectors? To shat
extent is the phasing out of GEIS
therefore a key factor behind the
relative greater employment losses in
export-oriented industries?
Is cmployment loss due to
rationalisation going to continue, given
that the potential for labour
productivity increases without a
substantial degree of investment are
limited?

O
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y i for the y as
a whole. (Edwards)

The potential gains do not happen
immediately and are not automatic. They
depend on a range of factors such as the
nature of internal policies and external
economic developments,

For benefits to arise, some adjustment
to the economy and a process of industrial
restructuring is inevitable. This
adjustment, almost by definition, involves a
certain degree of labour displacement and
an increasc in intersectord flows of
employment. This means that there will
be job losses in some sectors and job
creation in other sectors

In this respect, the non-tradeable
sectors in South Africa (the public sector,
trade and other private sector services)
could absorb displaced labour given that
they registered net increases in
employment between 1994 and 1997.
However, there are not enough of these
new jobs to absorb workers from sectors
in which jobs were lost, These ‘new jobs®
also often require workers with a much
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higher level of shill than those
worhers who are lasing jobs.

The study examined the issue of
why globalisation has not (yet)
resulted in the creation of
employment and svhat features of
the South African economy may
have worked against employ ment
creauon

Capital intensive production
The study proves that trade
hberalisation may have rmsed the
demand for capstat relative
labour Tlis may be a result of the
fact that South Africa has
speciahised in capital intensive
products, which according to
several authors is a fegacy of past
industral policies

Trade iheralisation appears to
have reinforced the capital
intensive path of the South African
economy mstead of resulting in a

shuft to a more labour-ii
path This works against
employment creation, Further
research needs to be done on why
trade liberalisation and changes in
industrial polictes have not caused a shift
towards a more labour-intensive path.

Lack of investment

Alack of investment is one of the hey
reasons that employment is not being.
created The study proves that higher levels
of nvestment are associated with lugher
employment levels In other words,
nvestment increases the ability of firms to
create jobs Insufficient physical capital
stock (such as plaats, velucles and
machnery) may be at the heart of the
employment problem as these levels are
presently insufficient to absorb more
employment It is important to note in this
respect Ithat evels of investment in South

Minister of Labour, launched

the ILO’ report.

Africa at present represent only about 17%
©of GDP This is much lower than other
middle-income countries that have been
successful in creating employment.
Investment in these middle income
countrres is usually greater than 25% of GDP

Skills sbortage
‘The potential gains from globalisation are
not a straight forward matter. A period of
adjustment, which will invalve the
displacement of worhers 1n certmn sectors
and (hopefully) their recmployment in
other sectors of the economy, is an
inevitable part of the process

The South African economy suffers
from a severe shortage of shalled labour
and the new jobs created tend to require
relatvely high levels of skills. This makes
1t very difficult for ‘displaced'labour in

Vol 23 Number 2 Apnf 1999

61



FEATURE

oné sector to be absorbed in another
sector The skills profile of the South
African labour force is decreasing the
labour market’s ability to adapt to the
instability often associated with
globalisation It could also have negative
in terms of i
growth and may have hindered the
development of labour intensive sectors.

Inequality
Gloablisation can result in inter-sectoral
employment flows. It can also lead to rising
inequality and labour market insecurity.
The cross-country analysis conducted
by the ILO Task Force (1999) confirmed
that globaisation was associated with the
crosion of the standard mode! of salaried
Y . New forms of !
are cmerg,lng While they often provide
new options for many workers they also
have a number of negative social
consequences, particularly for low skilled
‘workers
Globalisation also tends to benefit some
individuals or groups more than others. This
translates into cither wage incqualities, or
employment inequalities or both

Labour market policy

International expenience suggests that a
country’s policy interventions affect the
extent to shich it reaps the potentiat
benefits from integrating into the global
cconomy and deereases the negative
coasequences

Labour market policies now need to not
only balance efficiency with equity and
cmployment security, but also provide the
conditions for the mobulity of labour
between sectors - as a more open cconomy
is associated with more inter-sectoral
cmployment flows. (ILO, 1999b) This
involves a shift of focus to actve labour
market policies, skills development and
providing an adequate social safety net
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As 2 more open economy is associated
with more inter-sectoral employment
flows (ILO, 1999),it 15 very important tha
labour market policies do not restrict, but
rather facilitate the adaprability of the
labour market. Labour market policy need
to provide for the (inevitable) mobility of
Iabour between sectors by means of activi
labour market policies and a focus on
skills development.

As the experience of countries such as
Chile has shown, globalisation has the
potential to increase national welfare,
However, we cannot ignore issucs that
relate to the distribution of these benefits,
the employment effects and the possible
negative social consequences.

Teansitional adjustments induced by the
opening up of the economy places a new
basket of factors on the table. Labour
market policy in a liberalising economy is
not a simple matter of ensuring efficiency
in the labour market and ‘regulating
flexibility’, The rising 3
i ing labour market i and
disproportionate benefits from a more
open economy make it necessary for us to
develop a more thorough understanding
of the dynamics involved and assess policy
options and their effectiveness in creating
a better living for all
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Indlian teachers
challenge SADTU

rticles on South African trade

Aﬂmm in the education sector
often focus on the struggle
betsveen SADTU and the state, the
position of temporary teachers and wage-
related issues
‘While these are important issues that
need to be analysed it 1s also important to
pawn an understanding of other challenges
which SADTU nceds to address in order to
ensure strong and cffective union
structures This article outlines and
s some

challenges confronting SADTU,
In a life history study done on the work

expeniences of 40 Indian teachers in the

Witwatersrand during the post-

SADTU faces new challenges
brought aboutt by social
transformation. Sabera Surtee
identifies organisational
problemns Indian members
bave witly SADTU.

burcaucratisation within SADTU and its
percerved relationship to the state has
created a vacuum between the SADTU
leadership and its rank and file These
views are supported by [ndian teachers in
the arca These teachers

period, it is evident that serious tensions
exist hetween Indian members of SADTU
and the union’s leadership.

The findings from this research suggest
that SADTU must also address two teacher
concerns that have been generated by the
social transformation of the 1990s The
fiest centres around feelings of ethnic
margimnalisation experienced by some
Induan teachers The second teacher
concern centres around the claims of
victinusation by those SADTU members
.who occupy principalship posts in
schools

Tension with leadership

The South African Labour Bufletin vol 21
10 3 discussed how increasing

think that the postapartheid state has
coopted SADTU leadership and that thus
has caused the leaders to abandon the
interests of teachers Indian teachers also
cxpress great concern at how many of
their elected SADTU leaders have been
drawn into ANC government structures
and that this has led to the undermining of
SADTU.

One teacher comments™'I think the top
brass are not committed enough to the
union. We've had good people on the top.
‘What happens?They get a top job at the
ANC All this training, all this experience,
all their expertise that is built up over the
years .. [gets lost). Now, when it’s time for
them to use this for the betterment of the
unton, they quit to go into the ANC. I feel
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‘Teachers must just teach, teach, teach...”

that it shows that there’s not enough
commitment to the union’

Indian teachers also comment on the
growing bureaucratisation of SADTU and
how this is creating a distance berween
the union’s leadership and its rnk and file.
Two Indian teachers explain:'We never
know what's happening within the
SADTU branch. There's that lack of
communication. I mean if you watch the
news you always hear SADTU has taken
up this proposal. But we as teachers, we're
not even aware of what is happening. [
think the staff has pulled back in the sense
that they feel SADTU is doing nothing for
them. T mean, if we are paying members
then we shouldn’t just be a statistic. They
should take us into consideration.”

‘[Teachers]... Arc just being
overlooked.., [by SADTU]. They should
have ordinary teachers from schools, get
them together, and consult with them
when they're drwing up these education

policies. Nobody consults with teachers.
‘Which teachers did they go to? Which
schools did they go to? How were these
policies drawn up? Even if they did
consult with the teachers who were they?
‘We know nothing about what's going on
in... education. Teachers are just like
ordinary workers like you get in these big
car plants. Those workers are just
assembling those cars - they are not
consulted...We're not consulted on
anything. We must just teach, teach, teacht”

Itis clear from these statements that the
Indian teachers interviewed hold negative
views of SADTU. These teachers see SADTU
as being an undemocratic organisation that
is in cahoots with the ANC government at
the expense of its rank and file.

Ethnic marginalisation

Some Indian teachers are worried about
SADTU's multi-racial ‘composition. During
the apartheid e, Indian teachers largely
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:] cd to teacher which
were orgamsed along racial lines. The
social and political transformation of the
1990s period has generated a dilemma
amongst some Indian teachers

during the partheid
anOd has led to a nise of an ethaic
1dentity amongst Indian teachers Durning
thv: ap1nhud e, Indian teachers regarded

their ethnic status within SADTU.

The following quote shows that some
Indian teachers believe that Indians, as a
munority group, are being marginalised by
African teachers in SADTU:'[with]...
SADTU being one body now, we as Indian
teachers,. . Are totally no

her with African and
coloured teachers, as all being the victims
of the same political system This led to
the formation of a common ‘black’ identity
amongst these three groups
‘With the end of apartheid, etiinic
Lllfle’LnCLS and cthnic identity are

matter what your grievances are. So your
voice is really hardly heard”

‘[SADTU is]... representing us .. but they
are at the same tume trying to do a little
extra for the black guy... From an Indian
and let's say even from a coloured point of
view, our groups are just staying there in
the middle So within that body, more
power s being held by the black South
African’s’

Another teacher expresses his
dissausfaction at SADTU's failure to be
sensitive to the different expenences of
black South African teachers who come
from different ethnic groups ‘The
problem that I have with SADTU is that
SADTU can't really represent the interests
of all their teachers, because we are
teachers from different departments and
we operated from different levels 1 mean
the problems that Induan teachers may
have encountered, the black teacher didn't
encounter in the townships There are
problems that the black teacher
encountered that we didn't encounter...
SADTU should... [thercefore]... look at
regions, or at the areas and see where the
problems are and try and isolate the

« problems that are relevant to that
particular arca, and try and highlight it..,
until such time that the playing field 1s
level. Then of course you can say right
now we have a common problem.

These quotes suggest that social

more important to the Indian
teachers who were interviewed. The
feelings of ethnic marginalisation
expressed by some of the teachers in this
study show that there 1s clearly a need for
SADTU to address the new forms of group
identity shich have been brought about
by sacial transformation. SADTU needs to
examine how these ‘non-<lass’ identities
impact on its ability to effectively organise
its members from diverse ethnic, race and
gender backgrounds

Principal’s problems
Dunng the apartheid period, Indian
teacher organisations that were granted
recogmition status by the education
authonties, protected the interests of
principals rather than those of ordinary
teachers During this peniod, Indan
schools were characterised by oppressive
and bumucmnc forms of control. The

1 horities and the re: ised
Indian teacher organisations allowed
school principals to be ‘controllers or
managers’.

These managerial practices were
challenged with the new educational
dispensation in the post-apartheid period
and the emergence of SADTU.

Opy and
pracuces in the formerly Indian schools
were then officially removed and not
recognised Some SADTU members who
hold managerial posts have concerns with
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this new situation, Some
Indian school principals
accuse the SADTU
leadership and its
members who are
teachers, of now
victimising members
who hold managerial
posts

‘The following
extracts from an
intervicw show the
feelings of some Indian
school principals who
argue that a serious
tension exists betwveen
managers on the one
hand, and teachers and
SADTU on the other:"...
[if you give a teacher a
low score after a SAD
classroom inspection]...

The disgruntled teacher
becomes an ardent member of SADTU.
SADTU's first target in order to get
lcachers support is that they attack

ip They feel the are the
lackeys of the department... when SADTU
wants to attack people they attack the
principal first!

SADTU needs to address the concerns
of SADTU members who hold
principalship positions, if the union is to
ensure unity and strong organsation
amongst the different sections of its rank
and file. SADTU shauld outlne its position
on members in different grades and
positions, to guard against conflict
amongst its membership and the resulting
loss of some of its members to other

teacher organisations

Conclusion

It s clear that if SADTU is to ensure strong
amongst its b ip the

three problems outlined above witl h;lvc

Indian teachers want to strengthen democratic processes in
TU.

to be addressed. SADTU has already
identified a growing rift between the
union’s leadership and its rank and file,
brought about by the increasing
bureaucratisation of the union. To deal
‘with this, SADTU leadership has proposcd
the implementation of teacher forums to
bridge the gap between itself and its
members.

The interviews done with Indian
teachers suggest that SADTU should
research and address the issues of ethnic
marginalisation and the disunity '|mongst
teachers created by occupational
stratification. Both of these workplace
issues have been specifically generated by
South Africa’s teansition from an apartheid
to a post-apartheid society. If SADTU can
address these issues successfully, it will
stand as a good example to other unions
facing the same problems. %

Sabera Surtee Is a SWOP research assoclate,
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Chaﬂ[lermgmg the
bargaining council

tthe end of 1998, cmployers in the
Building Industry Bargaining
Council in Gauteng notified the

unions that they would be pulling out of
the bargaining council Currently, the
employer body - the Gauteng Master
Budders Association (GMBA) and unions
are discussing restructuring the bargamning
counci! The GMBA will decide whether
or not to pull out of the bargaining,
council when it has assessed the outcome
of these talhs

General secretary of CAWU, Thabo
Monale, gives some of the background *In
1996 we heard unconfirmed rumours that
employers were discussing pulling out of
the bargaining council At ncgouauons

proposed a twortier
armngement This meant that only one
category of workers would get all benefits
Unions rejected that”

In 1997, employers told the unions that
they were considenng pulling out of the
council They cited non-compliance, the
fact that the bargaining council was
expenswve and not efficient, and payment
of bencfits as problems

Unions rejected the idea that employers
pull out of the bargaining council and sard
that the parties should engage on the
1ssues. Bosberaads were held in early and
late 1998. At the end of 1998 employers
gave notice that they intended to
withdrw The partics agreed 1o hold
discussions on this for a three-month

There are problems in the

Buildine I ;
Gauteng @ ies

Industrial Council. Tanya van
Meelis investigates.

period In mid April employers will decide
whether or not to pull out of the
barguning council

Too expensive?

Both the GMBA and CAWU think that the
bargaining council is too expensive

Morale says that‘its big, has a high number
of staff and is not cost effective’.

Exccutive director of the GMBA, Colin
de Kock, agrees “Staff in the bargaining
council have been protected and may now
have to go.You can't not change an
industry because of 128 jobs in the
bargaining council There are 120 000 jobs
in the industry"

The bargaining council has already
decreased the number of people it employs.
to brng down 1ts administrative costs It
dropped from 260 in 1987 to 128 now. This
decrease has made it more difficult to grie
effective service to the increasing number of
people being retrenched in the industry and
making chims

A few years ago the bargaining council
outsourced the pension fund to Fedsure.
CAWU and GMBA agree that thss
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x;utsourcmg should be done with other
funds.

Joao Manuel De Castro, general
secretary of the Amalgamated Union of
Building Trade Workers (AUBTW), the
biggest union in the industry, does not
think that outsourcing benefits will cut
costs:"We've had quotes and found that
they were too expensive. The bargaining
council is not a profitable organisation, so
it can run the funds at a lower cost?

Secretary of the bargaining council,
Wynand Stapelberg, also disagrees with
the claim that administration of funds by
the bargaining council is too expensive.
All the funds administered by the council,
with the exception of the dispute
resolution fund, are sclf sufficient. On
average the funds' costs for administration
are 10%. The medical aid runs at 6,1%.

For Stapelberg the source of the
council's financial problems is the
decreasing number of people

De Kock says that it is too expensive
and virtually impossible to ensure
anywhere near full compliance. Until May
1998 it was a criminal offence not to
comply to the agreement. Companies who
did not comply could be prosecuted by
the state. However, the success rate in this
system was very low.

The new law is that non-compliance
goes the arbitration route. While De Kock
thinks that this is less compelling,
Stapclberg thinks that this is a better
system:'Arbitration is a better system
because you can’t solve labour relations
problems in a criminal court. With
arbitration, the process is in our hands -
‘we decide the dates and it is quicker than
going to court!

For De Castro non-compliance should
not be a reason to pull out of the

council:
about high non-compliance but it is there
own who are not ¢ ing”

to the bargaining council. In 1985,95 000
employees in the industry contributed to
the bargaining council. In 1997 there were
30 000.In times of economic hardship you
nced more people contributing, to the
bargaining council to ensure sustainability
and an ability to pay out claims

Problem of compliance
The Mirister of Labour has extended the
agreement on wages and benefits reached
at the bargaining council to all employers
and employees in Gauteng. However, most
employers (about 60%) pay less than they
should - they are not complying with the
agreement. Employers cite this non-
compliance as another reason why they
want to pull out of the bargaining council
Employcrs say that companies who do
not comply can do the work more cheaply
than companies who do comply. Non-

De Kock admits this:‘Traditionally the
people who have been subject to the
agreement were white. There are now
many black emergent contractors. In the
main the emergent contractors are not
compliant with any form of legislation and
they opemte on lower prices, They pay
only for the finished product, so they do
not pay overtime etc!

Reduce the number of agents?'
CAWU's view is that the agents are
ineffective and corrupt. It has proposed
that the number of agents be reduced to
lower costs and that shopstesvards police
agreements instead. De Castro agrees:
‘Agents arc good when they monitor the
system.When they are not monitoring the
system they shouldn't be there.
Shopstewards should then do it. This will
save money.

et more
and make more profit.

supports the idea that
shopstewards police agreements in the
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Centralised bargaining protects workers and allows parties to address problems in the

industry.

companies where they work but points to
2 poor record in this regard.’In 1994 we
cut the number of agents by 50% and
partics agreed to play an active role in
ensunng implementation of agreements
But unions didn't play their role!

Stapelberg says that the estimated 400
shopstewards in the industry could be
more effective than the 10 or 12 agents
employed by the bargaining council He
thinks that the bargaining council should
praduce copies of the agreement in
pocket size and give this to the members
of the organisations party to the
agreement. All negotiators should then
understand and retain ownership of the
agreement and ensure its implementation

Tor De Kock it is unaceeptable that
shopstewards go to other sites to police
the agreement. He favours having a
statutory minimum and indrviduals
reporung non<compliance,

However, Stapelberg raises another

problem with implementing self
regulation “The GMBA won't let the
bargaining council train shopstewards on
the agreement. They say that the unions
should train the shopstewards themselves’

Agents do dispute resolution now. If
there were no agents there would be only
a few people from the employers and
unions who could do dispute resofution
Howerer, as De Kock says,‘the parties
don't have the time to do intensive
dispute resolution. I could only devote one
day a month to dispute resolution for the
bargaining council®

For De Castro this would not be a
problem. Dispute resolution could enther
be sent to Independent Mediation Services
of South Africa (IMSSA) or shopstewards
could be trained to do 1t

Labour too expensive?

De Kock says that you have to look at the
bargaining council in its econoruc
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Workers earn less money when employers do not

comply with the agreement.

context:'The industry has experienced
major changes since the early 1990s with
unions coming into industrial councils

no bencfits to workers.

The GMBA would like to seea
more flexible approach including
a lowering of minimums and
making benefits optional:‘For the
last four years we've proposed a
two-tier system or a phased
approach Companies coming
into the system could, for
example, start at 40% of the
requirement. We also proposed a
productivity-linked remuneration
system. The unions did not
respond well to this. One
organiser said that they would
only see such a system over his
dcad body. We wanted to have it
so that if a worker didn't reach
the minimum he would be fired’

Stapelberg agrees that the cost
of employment is too high in the
current climate when comparing
it to wages paid by emergent
contractors and RDP contracts:
‘The entering into a three-year
agreement with 10% and 12%
increases per year was perhaps
‘wrongly timed. It adds to the cost
of fringe benefits that could be
an additional 20% to 30% of the
cost of employment. They have priced
themselves out of the market.

AUBTW disputes the idea that labour is

(now and
agreements, Since 1982 the industry has
been in decline. This has forced us 1o look
at cutting costs and labour is a major
component.

De Kock says that pressure to reduce
Iabour costs comes from both the decline
in the industry and the fact that many
employers compete for contracts with

[ who the
‘The use of labour-only contractors and
independent contractors is high. These
contractors pay very low wages and give

too expensive. De Castro ins:‘The
building industry is one of the lowest paid
industries, OQur wages at RG are rock
bottom. Employers still want to cut wages
by 50%. Costs for workers, such as
teansport, are going up. After workers
have paid this from wages what is left?*

Morale is prepared to look at a more
flexible approach:*The more avoidance
there is the more the industry will suffer
because of a lack of levies etc. We need a
flexible approach”

CAWU is looking at unloading some
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benefits - for example, the small
contractor could be exempted from the
medical aid, stability fund and certain
levies but not the provident fund While
CAWU is prepared to be ‘flexible’ on
benefits, Morale says that they will ne
lower the minimum wage. They would,
howerver, look at having a lower entry rate
wage

T

Morale thinks that such ‘flexibility” can
promote a umon agenda* You cannot
dnorce strategic compromise by the
umon and the need to develop small
employers in the industry We want 1o
encounage development and
transformanon but retsin worker rights’

Unions’ attempts to resist a decrease in
wages are, for De Kock, a sign that they do
not understand the economics of the
situation “They sull don't see the genuine
economic imperatives behind the
situauon The trade unions lack insight
into the issues They have a major capacity
problem”

De Castro does not agree with this *You
don't have 1o be a professor to know what
basic needs are. My economic
understanding 1s good - I know that if you
have money you can do something and 1f
you don't have money you can't!

Dispute resolution costs

The LRA states that parties that fall under
a barganing council must go to the
barganing council for dispute resolution 1f
itis accredited This adds to the costs of
the bargaining council and is a problem
for D¢ Kock:'If you do not |
accredited bargaining council you can go
to the CCMA for free We are therefore
for being 1n a bargaining

council. The CCMA is supposed to give us
sub: s, but we still haven't got them
yet’

Stapelberg states that they have been
trying 1o get their subsidy from the CCMA.

ve an

for two years and have not been
successful He adds that a further problem
15 that 100 httle money has been allocated
by the CCMA to subsidise dispute
resolution n barguming councils “This
year the CCMA has allocated Ri-million to
subsi

isc barganing councils This has to
£0 10 76 councils - though only 23 of
them are accredited at this stage”

Stapelberg believes that bargaining
councils should recene a lugher subsidy
“We were offered R250 per completed
case. This doesn't look at how many
meecungs are needed to complete the case
We are treated ike Cinderella - we are
given the scraps’

Restructured institutions

De Kock states clearly that employers in
the industry are not opposed to collective
barguning ‘The majonty of members are
not opposed to bargaining and benefits
The problem is how high they will be and
the policing of agreements. Employers do
not favour plant or company level
bargaining because they lack negottng
experience!

Dc Kock wants to explore other forms
of setung standards for the industry such
as a sectoral determination

The unions, however, want to stay 0
the bargaining council De Castro says hus
umon is holding back on action while 1n
negotiauons now. If there are no results,
AUBTW will commence with 1ts
programme of action.

CAWU had threatened a national sinike
when employers gave notice of their
intention to pull out However, employers
did not feel compelled to stay in the
bargaining council, as De Kock explains:
“The compulsion was to get out of the
bargaining council. Contractors in the rest
of the country said that they would watch
because maybe this was the way to go. We
dudn’t believe that the union had the
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resources to take national industrial action
1f there was we would have taken legal
action to stap it.'

Morzle still threatens a national strike
and wants to increase support of its
demands:'We have to reformulate our
strategy and approach. The battle is not
over.We need more involvement by our
federations - COSATU and NACTU?

For Morale the battle goes beyond the
struggle to maintain the bargaining
council:*Employers are trying to exploit
the LRA to their advantage. Unions must
find the loopholes in the LRA and close
the gaps else we will have to re-fight
battles we won in the 1980s We have to
stop the bosses from rolling back our
victories and achievements The new LRA
doesn't herald the end of the struggle. The
victories we scored have to be vigorously
defended Centraliscd bargaining is one of
those victories!

Even if the unions can keep employers
in the bargaining council and even if they
restructure the bargaining council, they
will still face the question of how to
extend the benefits of centratised
bargaining to other workers De Kock says
that it will not support extension in the
future if it is going to be penalised

Conclusion

A decline in the bullding industry has put
increased pressure on the bargaining
council - fewer people are contributing to
it and more people are making claims
from it. Unions may lose much of what

Many construction warkers have lost their
Jjobs.

out of the bargaining council - will aflow
employers to drive down wages, decrease
benefits and weaken the unions. It is anly
through strong centralised institutions that
workers can be protected and parties can
jointly address issues concerning the
industry.

Employers need to support attempts to
build capacity in the unions so that they
ncgotiate with informed and strong
parties capable of adhering to .

they have fought for historically if agrecments.

employers do pull out of the Building Unions need to ensure workers are
Industrics Bargalning Council, How much and thelir i d not
the strategic compromises the unions just through centralised bargaining, but by
make to keep empl in the b: 13 building and

council will allow employers to exploit
labour further will only be known in the
future,

The afternative - letting employers pull

developing strong shopstewards in every
site. The federations need to help ensure
victory, or else a dangerous precedent will
be set. %
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White equity

T he Employment Equity Act (ECA) 55
of 1998 tnes to redress the
imbalances in the workplace
brought about by apartheid However, the
Mineworhers Union (MWU) has turned
the use of the EEA on s head Companies
often set targets, based on the
demographics of South Afnica, for the
amount of women, disabled and black
managers they should have. The MWU
claims that companies should atso set
targets for the lower levels of work where
white worhers are not proportionally
represented This is surely not what the
laswmakers had in mind when they passed
this important piece of legislanon

The MWU

The MW was founded in 1913 for white
mineworkers However, since 1990, it has
expanded into other sectors such as steel,
engineering and chemicals and other
companies such as Eskom and Telkom
‘The union focuses on skilled workers
‘When Flip Buys was appomnted general
secretary in 1997, he prioritised changing
the union’s constitution regarding race to
comply with the LRA. They then
implemented an organisational
development plan for the union and,
according to Buys,‘managed to reinvent
the union to be able to cope with the
changing circumstances in South Afnca’.
He adds that for years their union was
associated with apartheid because it only

Etienne Viok examines ow
the MWU has been trying to
lessen the impact of the EEA on
white workers by getting jobs
Jor them in the lower grade
categories.

represented white workers "We do not
‘want to be seen as the last remaning.
dinosaur of the apartheid era We believe
in freedom of association, but we are
traditionally a white, Afrikaans union’

Buys continues The Constitution gives
us space to orgamse insttutions for
members of a certain language and
cultural group We beleve that a mmnority
group is entitled to its own institutions
like 2 union’ In the past the union was
aligned to right-wing political partics, but
at its January congress the MWU decided
against aligning itself to any party

The union has currently 60 000
members (mostly in the minmng, steel and
engineenng sectors) compared to 70 000
in 1989. Buys attnbutes the drop to

g and also the k: that

their members receive Ninety per cent of
their members have matric with some
kind of trade qualification They are
mostly in technical and supervisory jobs

Buys belicves that their members have
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experienced a lot of negative changes, not
just since 1994, but for many years now.
He argues that the union’s ‘current
members were not advantaged by work
reservation since they are too young'.

MWU has legal, research and
compensation departments Buys says that
MWU can provide these services because
its earlier leaders were conservative with
money.

The MWU is co-operating with other
unions in the workplace. Buys continues®
“Our members needed convincing because
of the political affiliation of some unions. But
in the end it is about workplace issues”

In March, the MWU founded an
employment agency called Netmark to
help their members who had lost their
jobs due to or Ve

that it does not help to shift unemployment
from one population group to another. Buys
identifies two parts of affirmative action:
merit and the upliftment of the
disadvantaged."We are concerned with the
end result of affirmative action. The current
labour market has 24% whites (1,4 million
people). If you bring that down to the
population percentage of 12%,700 000
whites are surplus to the Jabour market. The
term affirmative action is so broad that you
cannot say whether you support it or not.
‘We might support the affirmative action
programme at Sasol, but niot the one at
Eskom!

‘The implementation of the EEA does not
mean that people will be dismissed. The Law
does not allow employers to dismiss current

Is who had been advantaged in the

action. It is part of the MWU's greater job
creatton programme announced at their
congress this year. Netmark already has
about 2 000 skilled people on their books.

Views on labour legislation

The MWU is not comfortable with the idea
of a strong state that can intervenc in the
Iabour market and the economy. Buys says
that ‘we are not imit fr

past, to create space for affirmative action
canddates Ulrich Standcr of the Labour
Consultancy Group says that if sucha
dismissal takes place, there could be Jegal
action. He adds that statements that millions
will lose their jobs because of the EEA is
overblown and irresponsible.

Setting targets

We feel that basic laws must exist.
However, the LRA favours majority unions
like the COSATU ones’ For Buys this is not
about freedom of association.

Buys says that although their union is
happy with the BCEA, they are worricd
about the costs of implementing it.
‘Employcrs’ perceptions are that it is easier
to invest in a machine than a person That

Jylit il 1o
The government needs to address it,
Companics invest in machines and
disinvestment in people!

‘The MWU argues that the EEA must
redress the imbalances and discrimination of
the past without bringing about new
imbalances and discrimination. They say

to Buys, sct

affirmative action targets in accordance
with the EEA on all levels except the
lower categories.'Why do they not do it
on a lower level” Young white people
cannot enter the labour market. These
‘young people are being disadvantaged
even though they were not responsible for
apartheid. Qur members’ children are
coming to us for help! Buys argues that
the lower levels need to be normatised
meaning that 14% of workers at the lower
levels need to be white in accordance
with the population percentages. This
translates into 54 000 jobs for white
workers in the mining industcy, 5 400 jobs
atTelkom and 7 360 at Eskom.

The MWU supports input measures, such
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The MWU held its congress in January in Johannesburg.

as traning, in affirmatny e action programmes
But they are worried about the output
targets (percentage white and black) that
companics set. They feel that it has turned
into a numbers pame where companies are
not wormied about mernit anymore’

A manager responsible for
wmmplementing ¢employ ment cquity says
*‘Compames cannot focus on the input
side without looking at the output side.
‘When discussing inputs one must Jook at
the global picture, not only individual

ies. Many ially

,“buy” shilled employ ces from

other companies instead of training their
own employees These companies do not
increase the skills pool. Our company had
focused on input levels in our equity
programme but our output levels did not
change because we were losing so many
shilled people to the “poachers”. We have
now set targets for each position and
department. Qutput targets have to be set
together with mput measures such as
training The LEA is linked to the Skills
Development Act. This Act will increase

the pool of shills because now the
traditional *poachers™ will also have to
trun people’

Because the EEA states that companies
cannot dismss any body to create a
vacancy for an affirmauve acuon
candidate, companies offer their current

cmployees r hment pack: to
create vacanctes or reduce numbers Buys
continues ‘We are currently seeing the
growth of a package genceration We call
them suicide packages, because after six
months to two years the moncey is
finished Eskom has a thick policy
document on affirmative action, but there
is nothing on how to help those who are
affected by affirmauve action?

The MWU is tallang to other trade
unions about targets at the lower levels
‘When the MWU approached compames
with their propesal the companies were
initially very surprised. But, says Buys, they
could not refuse it. The companies that
did refuse were Eshom.*We are in dispute
with Eshom as they do not want to accept
our programme. They say that whites
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sere not disadvantaged. They are
maintaining their black job reservation in
the lower categories’

Pretoria branch secretary of
CEPPWAWU, Simon Mofokeng, argues that
Eskom is correct by refusing to set targets
for white workers ‘It is not necessary for
the MWU to use this opportunity to their
own advantage.

An expert in employment equity, Kuseni
Dlamini,also agrees with Eskom’s
interpretation:'l would not employ white
people in terms of the Act because they
have not been disadvantaged. Including
whites in the definition would be extending
it too far. Employing white peaple as part of

action is not 2 j '

Some gold mines, chemical companies
and steel factories have started
implementing MWU proposals and are
employing more white people at the
lower level. MWU recruits these workers
and their shopstewards act as mentors to
them, Often MWU arranges for them to
study further and get bursaries.

Jan de Lange of the Beeld spoke to some

of the white worhers who have been
cmployed in the lower levels as affirmative
action i Due to MWU'’s Y
52 white workers have been appointed at
the lowest level at Sasol's Brandspruit coal
mine. Previously only black people occupied
these jobs Many of these white workers are
the only white people in their section. Their
safaries start at about R1 500 per month,
Another mune implementing the MWU's
proposal is Driefontein, the country’s richest
goldmine, The white general workers at
Dricfontein started on a salary of R700 per
month Many of these workers have matnic
but did not have the money to study after
school or could not find other work.

Reaction

According to Mofokeng, whose union also
organises at Sasol, It is not fair for the
MWU to use the EEA for employing white
workers. The EEA was designed to address
the imbalances of the past brought about
by the old system. Mofokeng feels it is an
opportunistic way for them to undermine
cquity.
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Dlamini says that the MWU's proposal is
a misuse of the Act that was designed to
give opportumty to those who did not
have opporturities in the past He adds ‘It
1 not in line with the spint and letter of
the EEA [ do not see anything wrong, with
the employment of whites at lower levels
through normal procedures, but to do it
through the EEA is questionable!

However, not all unionists strongly
disagree with the MWU's approach. Beeld
reponts that NUM general secretary,
Gwede Mantashe, is not totally aganst it
He fecls that the integration of white and
black workers on all levels must be
promoted without anyone losing his or
her job because of 1t

Affirmative action

Dlamini argues that the amount of cffort

and resources companies have put into

cmployment equity is not reflected on the
tugher Jevels ‘A mere focus on inputs
without inking it to output will not result
in visible progression Companies will
have to fuve opportumities to people in
jobs that matter’

According to Dlamini, companics can
respond to the EEA in three ways

& the "business as usual’ approach where
companics continue as normal, thinking
that they did enough in the past;

Q turning the EEA into a numbers game
and employing black people in
unimportant positions, thereby staying
out of rrouble;

O sceng the EEA as an oppartunity to
build companses with world class
employees where they employ and
interact with people from historically
disadvantaged commurmities

The MWU is now testing the fairness of

companies’ affitmauve action policies

This comes in the wake of a case they

brought against Eskom. Buys recalls ‘One

of our members was appomted in a

temporary post for one year during which
she got the highest possible evaluation
She then applied for the job permanently
However,a person who was 20% weaker
than her got the job. She then got posted
to a lower joh. Eshom applied their policy
unfairly. An arbitrator found that Eskom’s
view that a black candidate must only
adhere to the minimum conditions of a
job could undermine effectiveness ' The
MWU did not want their member to
replace the affirmative action candidate,
but just for her to be placed on the same
level. The MWU is not against the
employment of black people but against
any actions that infringe on the rghts of
white workers, says Buys.

Conclusion
Why does the MWU need to use the EEA
to ensure that white workers arc
employed at the lower levels? Could these
‘worhers not apply through the normal
procedures? If they are skilled, surely they
woulkd be employed

Many white organisattons and parues
have found lots to complain about these
days But the MWU has decided to do
something and are now trying to create
jobs. This is commendable, even if you do
not agree with the way they are going
about it However, MWU weahens s
argument when it asks for targets to be set
at lower levels but 1s against targets being
set at managerial levels Ironteally, if they
are very successful at setting targets at the
lower levels, they might just be creating
problems for their members in the
managerial levels. %
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‘400 000 members in 2002’

ZLabour Bulletin: Which scctors do you
organise?

NEHAWU: We organise in five sectors,
being the state administration, public
health, private health, social welfare and
tectiary education.

Labour Bulletin: How many members
do you bave and bave

Tanya van Meelis and
Rugaya Rees interview
Thembekile Siko(bead of the
organising service centre) and
Lulamile Sotaka (first vice-
president) of NEHAWU.

numbers increased or decreased?

NEHAWU: Twelve years ago we started
with about 5 000 members. By 1992, we
had 45 000 members. By our congress in
April 1998 we were at 190 000 and right
now we are standing at 250 000 members.
In the late "80s and early '90s we had
struggles for recognition, struggles for
wages, struggles for inclusion in the LRA
and struggles for other conditions of

such as the status
of so-called temporary workers in the
public service. Those struggles helped
grow membership.

‘When we first restructured NCHAWU in
1992, we put an organising programme in
place and established organising.
committees, They did a lot of work in

the campaign is to get a tvo-thirds majority
for the ANC in the upcoming clections.

Labour Bulletin: Who sits on your
organising commnittee?

NEHAWU: Our union is divided into four
levels - the national, provincial, branch
and instituti Orsanisi .
are formed by shopstewards at institutional
level, because this is where the
membership is. Any member of NEHAWU
has the potential to organisc workers,
therefore you have those committees in
different institutions of NEHAWU.

Each committee has a co-ordinator -
these co-ordinators in the institutions
meet at branch level and form an

more bership for
ourselves. We have also grown through
merging and integrating with provincial
organisations. We want to have 400 000
members in the year 2002 and we have
cmbarked on a campaign to do this. Past of

ata branch level.
‘The institutional co-ordinators will give
reports at the branch level.
Co-ordinators from each and every
branch organising committee meet at a
provincial level. At provincial level they
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talh about organising problems and also
advise cach other on how to deal with
1ssues that are coming up [very provinenal
organsing commuttee will have a co-
ondinator who sits on the national
organising committee The national
organising committee looks at the
problems being expenienced by provinces
It also rases issues lihe the question of
benefits 1n the unon - how will you benefit
1f you become a member of NTHAWU?

Labour Bulletin: Are you recruiting new
layers of members?

NEHAWU: Yes we have new categores of
worhers You have the academics from the
tertiary institutions that are members of
NEHAWU,You also have members who are
managers coming from the government
1nstitutions and managers in public health
andn private health. You have
prosceutors, magistrates and advocates
that are members of NEHAWU We are also
part of the barguning arrangements for
prosecutors and ads ocates You don't only
find NEHAW'U members in the loner
levels Government, for instance, has 16
grades in thear grading system and NCHAWU
has members in all those 16 kyers

Labonr Blletin: What is NEHAWU
doing about casual workers and
subcontracting?

NEHAWU: NEHAWU's position is absolute
oppasition to casualisauon and
subcontracting of labour. These are some of
the methods used by capitalists to extort
super profits from workers through low
. wages, cheap labour and job insecunty

As an organisation that serves the
nterests of workers we will try by all
means to make sure that there is not
subcontracting and casual work. We
defend against contracting out but

sometimes you win and sometimes you
lose. In the cases where we are not able to
prevent it we then make sure that the
service of workers 15 not broken The years
of service of those workers and also their
wages must be transferred with those
workers People must not be worse off 1n
terms of being transferred We negotuate
deals for worhers besides the severance
package We negotiate that there should be
traiming for those workers, so they can
have some other shills that they can sell in
other spheres of the labour market.

We alo go for a socmal plan that may
include the warkers gettung ownership of
a company A good example of this is in
the restructuring of forests where worhers
would be allowed (with help from the
government) to get moncey to buy shares
in the forests That means that workers will
also become s

arcowners of those forests

Labour Bulletin: That is quite a
controversial thing to be domng Some
may say, bow will you be able to oppose
the bosses if you become bosses
yourselves?

NEHAWU: It may be controversial, but you
have to look at the dangers and benefits
You also need to look at strategic
considerations 1n each case. We look at the
dangers but also ask how would you
benefit if you stayed out? Let's take an
example of the forests that are gong to be
sald In this case, if workers did not buy
shares you would have a board of
directors that does not include worhers.
The result wifl be that the condition of
workers will go down day by day If you
become a shareholder, the conditions of
workers will be looked after If you
become a shareowner and have 2 seat on
the board of directors you will know wlhat
is going on and if there is a need for
retrenchments.You will be able to look for
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alternatives to retrenchments because you
will have information. However, these are
not easy questions. In each case we need
to look at the pros and the cons and what
alternatives we have.At the end of the day,
we will always decide to do what is in
workers' best interests

Labour Bulletin: What does NEHAWU do
to promote women leadership and
gender issues?

INEHAWU: We are a union that is
championing the struggle for gender
cequality. We took a resolution long ago to
have a 50/50 quota system.We have
achieved this by 90%. Only here and there
it is not being reached. We are working

towards a on the

University of Transkei when it did not use
the correct procedures when retrenching
our members. These examples are merely
the tip of the iceberg, compared to the
svhole threat on job security posed by the
structural adjustment programme.

“Transformation of the public sector is
one of the challenges facing us as a union.
‘The public sector, under the previous rule,
‘was designed to favour racist divisions. We
are now faced with the task of assisting in

it to be

racial democratic needs. We also face the
task of assisting to ensure that there is
equitable service delivery.

Another challenge is corruption in the
public service.As a union we oppose
corruption. In some cases the corruption

with non-

of women leadership.At our national
congress last year we took a resolution to
appoint a full-time national gender co-
ordinator to sct up programmes for
women development to be integrated into
our education programme. I think that in
relation to gender issues we are one of the
advanced unions in COSATU.

Labour Bulletin: What challenges docs
NEHAWU fuce?

NEHAWU: Key among the challenges is
the defence of jobs and job security Job
losses in our scctor are daily L a

our

Labour Bulletin: How are you engaging
the government on policies that may
affect your members?

NEHAWU: We are striving to influence
policy formation. Our 1998 congress
opposed GEAR because it brings cuts in
social spending. We have seen services in
hospitals declining, and education

We want to be ps ive rather
than reactive. We try to get involved in
bilaterals with the relevant government
department. Two years ago there was an

stark reality. They are a result of the
implementation of neo-liberal structural

that the government
would have done away with 300 000
people by 1999.We have signed an

as in
the cutback in social spending which
results in privatisation, outsourcing and
contacting out of public assets. The end
result of all this is the loss of jobs for
masses of workers through

to audit state employecs in
every department and every province. We
are checking the service needs of the
province so that we can match it to the
skills of employees. Peaple may be moved

TFor example, 900 workers were
retrenched in one go at the University of
Fort Harc in the Easteen Cape last year. We
also won a court case against the

to state depa to ensure
that they have the skills that are needed.

Labour Bulletin: Can You assess the
state of the alliance?

&0
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NEHAWU organises in the public and private health sectors.

NEHAWT: Some structures are stable, but
others are not very strong NEHAWU's
strategy i» to makhe sure that we
participate and deploy cadres intoe the
alliance structures We need 1o strengthen
the alhance for transformation - labour
cannot do st alone We are making sure
that we are putting working class interests
to the albance.

Labour Bulletin: What are you doing for
the upcoming elections?

NEHAWU: We have a congress resolution
10 release comrades to canvass for an ANC
majanty We have a cohesive structurc
dealing with campaigns At provincial level
our structures are participating fully We have
teams organising institutional meetings to
canvass for the elections Provinces have lists
of institutions to be visited and commdes to
be released We have an election budget of
about R150 000 to pay for lost wages for

" comrudes working on the elections
Membership have been registering.

Labour Bulletin: What are your
demands for negotiations?

NEHAWU: In the public service we are
demanding an inflation-related increase
We are reviewing benefits and allowances
We are also looking at the grading system
and new dispute procedures and
gricvance procedures. NEHAWU 1s deahing
with decreased pension contributions by
government. We are also closing the wape
gap In the pnivate sector we are pushing
for transformation We do not want to just
have black faces in higher positions. We
want to ensure that there is a shuft in
power and control

Job secunty is the main 1ssue in the
tertary sector. We are also demanding
national bargaining We are moving
towards having a strike in the tertary
sector around this demand The issue has
gone to Nedlac.

Labour Bulletin: What successes harve
Jyou bad in negotiations in the past few
years?

NEHAWU: In the public service we are
closing the wage gap We have moved from
1to 2510 11t0 17. The gap between the
lowest paid and the highest paid is closing,
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‘We are now concentrating on the middle.
Ve are aiming to reduce the wage £ap to
international levels of 1 to 12, but it is not an.
easy process We have also won a demand in
the public service to remove levels 13 to 16
because they are the people who are
bargaining for government.

Labour Bulletin: What are the strengths
and weaknesses of COSATU?

NEHAWU: A weakness is that since '93 we
haven't had consistent leadership. In 1994
we lost two comades to Parliament. Now
we wll lose four out of the six national
office bearers COSATU policies are very
good, but it is difficult to realise them in
practice, for example, privatisation Are we
i in ining our of

restructured the union starting with head
office.We established service centres - for
example, organising, finance, international,
secretasiat and education. Head office and
branches have got more staff than provinces
At provincial level there are about three staff
members only. In restructuring we want to
balance things. Provincial offices must
establish service centres like head office and
they must get more staff.We never had
regional structures. Our experience has
shown that they are essential because
government is organised on a regional basis.
We are considering establishing regional
structures.We arc also debating making each
institution a branch uself.

Labour Bulletin: How bas struggle

action against privatisation?

For strengths, COSATU is one of the
strongest parties in the alliance, Qur
programme is understood by the altiance
and society. Our role in the Jobs Summit was
very good. We are strong in numbers and
unions are working towards unity and
mergers. The 1998 COSATU congress
resolved to demarcate sectors and form
cartels. We are working towards realising
that. For example, in public sector bargain-
ing we co-operate with other COSATU
affiliates and discuss our demands first to get
a COSATU position, Mergers are not an ¢asy
process - NEHAWU and SAMWU failed to
merge in the past. We will kick start
meetings with SAMWU and SADTU.

Labour Bulletin: How does NEHAWU
deploy its staff?

NEHAWU: We have about 200 staff
nationally. In the mid-1990s we realised that
our services were not efficient so we
demarcated into sectors. Our 1995 CEC
adopted a realignment programme to give
efficient service to members. Last year we

NEHAWU: Comrades have not been able
to really understand the LRA as it is. Before
we would strike on demands, Now our
people must understand procedure.
Struggle is not on the streets anymore, but
in the boardroom. We need to develop
skills for this. The education department is
addressing this.

Labour Bulletin: What message do you
have for your members?

NEHAWLU: Each member of NEHAWU
should be an organiser. Our effort 10
increase numbers is aimed at playing an
effective role in transforming the public
sector and creating a better life. s
Labour Bulletin: What message do you
bave for the bosses?

NEHAWU: NEHAWU, now as always,
stands for the interests of workers and at
no moment will we compromise the
interests of our members and the working
class, even when our boss is the state.
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book review

Creating Action
Space

Creating Action Space The challenge of
poterty and democracy in South Africa

he slufts 1n gos ernment’s macro-
cconomic pohcy and the embrace .
2 ‘The book poses a sertes of questions,
of neo-hberalism have recened
such as ‘Can poor people use democrauc
much attention from those on the so- =
= forms of orgamsation to take control of
called'left’. Much of the debate has N
their ives? Do poor people have real
influence within democratic institutions?

Reviewed by Claire Horton.

centered on macro-cconomic issues and
has been dn orced from grassroots
parucipation

Are democratic institutions influencing
social outcomes mn favour of the poor?'

A reeent suney undertaken by
SWORTaking Democriacy Seriously,
examines worker expectations and
shows that only 33% of workers
know what GEAR is By companson
over 80% of workers knew about the
RDP

This book is an informative
collectson of articles by some of
South Africa’s leading progressive
thinkers The arucles were
commissioncd by IDASA's Poverty
Reduction Monitory Service

The book examines the
changes that have taken place for
the poor since the democratic
elections in 1991 It traces the
changes in terms of the
experiences of the poor. It
focuses on the dynamic
relationship between
democratic practice and
conditions of poverty and

inequaliey - \
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These questions are dealt with by
examining a number of case studies This
book is valuable because it goes beyond
simply looking at service delivery but
looks at the institutions and processes that
impact on delivery

Section one,'Poverty and democracy in
South Africa” The context’, provides a
quantitative overview of the extent of
poverty and inequality. It also looks at
‘what it means to be poor, people’s own
understanding of poverty and their
priorities

‘The chapter by Michael Blake traces the
policy changes from the Freedom Charter
to the RDP and finally to GEAR. Blake
argues these policy changes have

the poor

determine their osvn development
objectives and how to achieve them.

‘The last chapter focuses on the

to effective par It
argues that those with power and
privilege have used the very instruments
aimed at reform, such as the new
Constituti ive institutions at
local level as well as government
cconomic policies, to entrench their
position of privilege.

‘The chapter provides a number of
obstacles hampering effective
participation by poor people. These
obstacles are discussed in terms of their
effect on organisation and in so doing
encourage the reader to think about these

and have the

and come up with possible

for the poor to mobilise their own
interests.

Section two,'Poverty and democracy in
South Africa: Lessons from experience’, has
case studies which look at local
government, civil society and
“participation from below’. It examines the
different levels in which communities can

i in to
ensure that the poor benefit. It acgues that
‘without such ici;

As the title of the book suggests, the
space within which poor communities
can act to address poverty 1s limited. The
book highlights the immense challenges
faced by the poor and the disadvantages
that they face.

Despitc these obstacles the case studies
show that communities have been able to
«establish, challenge, and broaden areas of
active involvement.

and 1 do
not automatically benefit the poor.

The chapter ‘Rural wwomen and local
government’, examines the under-
representation of women in local
government and decision-making bodies. It

Ith: the book is based on case
studies and therefore relates to specific
many of the and
lessons learnt can still apply to broader
community participation,
The book should be of particular use to
activists and those who wish to familiarise

makes ions on how to with level -
women'’s participation in local participation.
government structures. ‘The overriding theme throughout the

‘The section ‘pacticipation from below?,
provides two case studies of how people
have i ds i
in order to meet basic needs It suggests
that while there is 2 need for government
support, there is also a need for space
within which communities are able to

book is that democracy should not be
taken for granted, nor does it cnsure that
current power imbalances will be
addressed to the benefit of the most
marginalised or poor.

Claire Horton is a researcher at Naledi
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Early warning systems

a proactive economic strategy for labour

n 1975,1 was hired atTay lor Torge, a
]{sumd.ary of Gulf + Western (G+W) m

Cicero, an mdustrial suburb of
Chucago Taylor Forpe made big pipes,
firings, and flanges 1 led the successful
organising drive to bring in the
Steelw orhers Union, and served as vice-
president of the Unnted Steel Workers of
Amcnica (USWA) Local 8787.

When [was hired 1 did not know that
G+W would introduce new corporate
strategies These strategies are now used
by multinational companies around the
world G+W purchased a number of US

i Taylor
Forge It had no long-term strategy for the

T and the
workers it had purchased except to pull
out cash and value and to use the money
to buy other companies in more profitable
sectors

G+W closed Tay lor Forge

Dan Swinney shows bow
labour in the US bas used early
warning systems to save jobs
and develop the local econonty.

was to lose 50% of its job base in the next
six years as other companies alsa closed
During the 1980s alone, Chicago saw the
closing of 3 000 of its 7 000 factories and a
loss of 150 000 manufacturing jobs This
happencd in every major city in the US,
and this 10ss of core manufactunng jobs
gave rise to the high growth of poverty in
urban and rural arcas

I founded the Midwest Centre for
Labour Research (MCLR) n 1982 together
with other local leaders in the Steclworkers
Union and several community orgamsers

by department. It never told us what the
strategy was To make matters worse, the
executives suggested at the end that of we
gave up part of our wages and pensions,
we mught be able to save our jobs They
were testing our level of fear to see how
much they could squeeze out of us before
they closed the company.

Taylor Forge closed and 1 lost my job
1983 G+W sharcholders made a lot of
money and the i i

and ics We aimed to
provide the kind of rescarch and analysis
that T had needed at Taylor Torge. We
wanted to do this for unions, communities
and others concerned about saving [obs
and stabilising our cconomy. MCLR chose
to focus on the micro-level of the
economy - the firm and the community
‘We wanted to use indepth research to
build a foundation of information for
grassroots community and labour

to
expand Cicero - the town that had been
home toTaylor Forge for several decades —

and local government
‘We were uncertain about our future
strategics and how we could respond to
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the’ i ing in front

ies also refused or failed to make

of us We began by looking at hundreds of
‘companies in Chicago that had closed or
were in danger of closing.

Many people believed, as they do today,
that job loss and company closures are
inevitable. The logic was, and is, that we
live in a new global economy witnessing a

| change in the
division of labour The new role for the US
is as a source of intelligence, information,
and finance, The Third World, with its
low-cost labour, will be the centre for
making things At MCLR, we were
overwhelmed by what we

in the pany to
ensure long-term survival Yet no one
challenged the management strategy until
it was too late and the damage had been
done. Unions only reacted when
companies wanted to cut wages and
benefits, or close. They did not challenge
the and isit
that would inevitably lead to cuts in pay or
a closing

Challenging company closure
G+W also owned Morse Cutting Tool

were witnessing, but felt
that this notion of
inevitability needed to be
examened in the context of
the specific companies and
communities so obviously
atrisk.

We found a fesw
companics that really
needed to close. Their
products or technology
were completely out of
date and there was no way
they could compete in the
marketplace. When we
found companies like that,
we told labour and the community the
truth, 50 no one invested in trying to do
the impossible

On the other hand, the overwhelming
majority of ies that we

(Morse) It pursued the same
destructive strategy it had used
at'Taylor Forge. But at Morse,
the United Electrical Workers
Local 277 recognised the early
warning signs of G+W's
corporate strategy. Two years
hefore the anticipated cnisis,
the union, with the assistance
of a consulting firm like MCLR,
did a detailed analysis of the
company, its markets,
management,and the positive
economic impact of this large
factory on this small town.
They documented how G+W's
business plan was destroying a
perfectly healthy company that had
Iong:term potential.

The union used this information to
organisc in the community and create a

were not obsolcte, They were at risk
because of problems that could be solved.
Some of the problems were simple and
required strightforward solutions, others
were more complex

Our research found that many
companies closed because of a particular
business strategy that was based on
securing the highest possible return in the
shortest petiod. Management in these

; d-based coalition to save the jobs at
Morse. The coalition took their analysis to
the local mayor and demanded that G+W
be stopped from destroying the company.
‘Fhe mayor told the company:'Either invest
in Morse Cutting Tool, or sell it to someone
‘who will, or I will take it away from you
with my pawers of eminent domain! The
press said that the mayor’s action would
damage the business climate of New
Bedford and Morse itsell. But it did not.,
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G+W reversed ats plans and sold the
company to a local imvestor who
developed an effectne partnership with
the unton

Finding new owners
Hundreds of small companies could have
also been saved For example, in 1986,a
resident of Chicago’s South Side, Gladys
Scott, called MCLR with worrying
nformation about a printing company
called Bankers Pnint The owner had
cancer and had no heir to take over the
business
After meeting with the owner and

talking with the employees, e were able
to arrange an employce purchasce of the

- company This was a successful ending
that no one had scen as an alternative. The
experience focused our attention on small
companics After all, 90% of all
manufactuning companies in America are
small companies with less than 100

Many workers have useful information but are not asked for it.

EARLY WARNING SYSTEMS

workers They typically have local
markets, adequate technology, and a skilled
work force They are often hinhed to larger
companies by providing services and
mutenals for production

The health of these small companies
affects the larger companies and the
commumty MCLR did a study of 800 small
companies with an owner of 55 or older
We found that almost 50 were at risk of
closing because they needed a new owner
10 tahe over when the older owner could
not run the business anymore. The old
owner's cluldren did not want to run the
company The company would 2iso be
dufficult to sell because of its size and
location

People concerned with community
development can solve this problem using
conventional resources and a httle
creatvity and extra effort. They are often
good opportunities for employee buyouts
They are also excellent opportunitics for
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Collecting and using information can help unions save jobs.

aspiring local entreprencurs who have
historically been excluded from this kind
of opportunity, MCLR has arranged a
number of buy-outs of this kind, thus
preserving jobs, union and

Q provides assistance to companies in
need of resources or skills or brings
pressure through union or government
action;

a il ities for

stabilising critical assets of the local
cconomy

Early warning system

People wha have the interest, capacity, and

corporations' performance and stability.

How the system works
TFirstly, we develop a local coalition of
community, labour, the religious

power to save a pany
need accurate information at an early
stage. MCLR has developed a toal that can
be used by a broad range of organisations
- particulacly labour - whosc interests are
closely tied to the health of the
manufacturing cconomy This toal is
called the Early Warning Business
Development System, It
Q identifies companles at risk of moving
or closing;

£ ,and local
business. These are the key players who
have an interest in maintaining a healthy
local economy. They can achieve all the
tasks, and have the skills, the commitment,
and the responsibility to protect and
develop the local economy. They can be
maore cffective when acting, together.

Secondly, we gather published and

¥ about
Published information on companies is
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found in annual reports, data bases, trade
journals, the business press, and public
records

Unpublished information comes from
people with direct knowledge of the

- i ployees, © .

restdents, senvice providers, and local
gorernment. These people often sce signs
of trouble without knowing how to
recognise or interpret them When they
are taught to read the signs, they can
then provide entical information that
allows for effectn e intervention and
assistance.

Some of the carly warning signs are:

2 an ageing owner with no apparent
successor,

Q Iyoffs,

3 dechine m machine mantenance,

QA contractung out work,

Q and prodi
techmiques,

3 equipment removal,

3 no new product lines;

Q window dressing 1mp ts and

dynamic and effective role in the local
economy whether it is with an individua!
company,a sector, or all the other factors
that make companies and communities
successful

Building the system

n 1996, MCLR initiated such a network 1n
New York City We developed a pilot
project in Brooklyn using inital finanel
support from New York State’s cconomic
development department. Brooklyn was
aloss of il

companics and growth of poverty We
started with two acuvities rescarch and
recruitment

We gathered a list of all the companies
in Brooklyn with 100 or more employees
and began to gather as much public
mformation as we could about each of
these 700 companes, Were they locally
awned? Was employment increasing or
decreasing? Were they in industral sectors.
that were growing or declining in the

unidenufied visitors;
Q management instability;
Q0 10% of customers/layoff of sales staff.
Thirdly, we identify a problem or
opportunity and develop a plan of action.
We use all the informaton to identify
potentaal problems at a company.
By using this Kind of it

2 y? Were the workers unionised?
What was their financial situation? We
developed a data base using this
nformation and began to analyse these
companies, looking for early warmng signs
of trouble.

At the same time, we began to

systematically reach out to labour,
.

approach to local companies we can
identify a potental problem up to two
years in advance. We can also identify

opportunites that are often overlooked by

local management. This can lead to
expansion that can include truning and
developing the local workforce and
-developing an effective working
relationship with city and state
agencies

Fourthly, we use the system to budd the
community vision and capacity This
system is a good entry point 1o playing a

busincss, professional, and governmental
orgamsations We introduced them to the
concept and tried to recruit them to the
project After several months, we held
training sessions for leaders from 30
interested orgamisations

We then held the founding meeting of
the New York Industrial Retention
Network (NYIRN) We brought together
the different organisations, introduced
them to the results of our research and
data gathering, and proposcd the creation
of a staffed project
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* This project would continue to build
this network It would also gather
informatien from each of the participating
organisations that would get information
on local companies from their own
members. The NYIRN would then provide
assistance to save and create jobs

NYIRN is now operating in all five areas
of New York City. It has a small full-ume
staff and has a board of directars which
includes the central labour council, local

and government. It has provided assistance
to over 300 companies in the last two
years.

The key role of labour

Labour has 10 be at the heart of such a

system. Labour is the key source of

information about the problems and
opportunities inside the firm, and
information is crucial to developing
cffective policy Organised or unorganised
workers provide the best source of
non-public information about a company,
because they:

Q spend 40 to 80 hours a week there;

O observe or participate in all aspects of
operations in every department;

O may have years of expenence and
perspective in evaluating the
significance of any change in the
company;

Q have a long-term vested interest in the
success and continued operations of
the company.

Workers often do not know the

significance of the Information around

them, nor what to do with it, nor how it
can and should be used Traditional relations
of production discouraged workers from
becoming aware of the centrality of their
role or the benefits that might come from
analysing what is going on.

‘There are two henetits from gathering
worker's information® the information

itself, and the resulting change in the
consciousness of the worker. The
information gathered is very important to
prevent a possible closing of the company
[t also prepares the union to be more
effective in fighting for improved wages
and benefits, and helps to strengthen their
organusation within the company There is
also a powerful impact on the individual
worker who begins to gather this
information

The worker will begin to sce him or
herself as more than just a person working
for a wage but also as someone who can
play a key role in determining the future
of the company and building the strength
of labour:

A foundation for strategy

This approach 1s a starting point for a
‘whole new way of building the local
cconomy that combines social valucs and
priorities with business needs. It helps
shatter the illusion that labour and
community must remain powerless in the
face of the ‘inevitable shifts in the global
cconomy; that labour and community
must only be in a position to ‘react’ to
traditional management initiatives in the
local economy, and that ‘there is no
alternative’ as we face the continuing
increase in poverty, %

Dan Swinney worked as a machimst and
union organiser in Chicago, USA, for 15
Jears He is now the executive direcior of the
Midwest Centre for Labour Research
(MCLR) MCLR is an independent consulting
and research company that works with
unions, communitics, and local government
in innovative approaches to saving  Jobs
and benefits, and bullding the local
economy. I'or more information write to
MCLR, 3411 W. Diversey Ave, Chicago, Il
GOGA7, USA or visit thelr web site:
<bitp//wwwmiclrcoms>
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Labour market

Hlexilility

By Theo Malan

mployment flex:bility Is becoming a

major ssue In most developed
countries It has implications for labour
marke! regulations policy, labour statistics,
collective bargaining and social protection
policies

Data from the South African Labour
Flexibilty Surveys (SALF1) and (SALF2)
conducted In 1995 and 1996 respeclively,
suggests that South African organisations
are turning towards more flexible labour
practices This is being done through
casual labour, contract labour,

L lo smaller
home workers and agency workers
{Standing. 1937 7)

Other forms of employment flexibility
include flexible working hours, overtime,
appropriate work practices with productivity
or perfarmance-linked wages, lower wages
for young trainees, incentwes for more shifts
and job shanng

The rationale for labour market flexibility
1s 1hat organisations need to compete
Internationally They need lo respond
rapdly to changes in their business
environments and in product and service
markels. Examples of these changes
nclude:

O technological changes:;

QO economic and organisational
development needs,

changes in product market cycles which
require change in work practices,

D new technalogy requiring retra:ning and

multrskilling (Sultivan, 1992.91)
Labour flexibilty inliuences how easily
these changes can take place (Solow,

[u}
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1998) 1t 1s important to remember that
flextbility means different things to different
people or groups For employers flexibility
usually means a capacity to change things
quickly and at a refatively low cost For
workers and their representatives, flexibility
means insecunty

Workers want certain forms of flexibility,
such as the capacity to adjust their working
time and pursue ‘upward’ mobility However,
trade unions see flexibilty as a device for
Increasing managenal control and workers®
insecunty

The labour markets of the future will
therefore have to combine flexibility and
secunty There are vanous forms of
flexibility and labour secunty Harnson
identifies four distinct forms of flexibility
(Harnson & Kelley, 1992)
Functional flex:bility This refers to the
adaptability and mobulity of employees
to undertake a range of tasks It
includes multi-skilling and job rotation.
Numerical flexibiity This refers to the
ability of management to adjust labour
nputs to accommodate product
demand Strategies include
short/fixed-term contracts and
subcontracting
O Wage flexibiity. This involves linking
‘wages to ndividual and orgamisational
performance
Temporal flexibity This involves
various patterns of work hours, shift
systems, part-ime wark, home working
and temporary work
The ILO identfies the following forms of
labour security

[}

D

[u]
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O Labour market secunty. This refers to
opportunities to work. High labour market
security means that there is a low or
falling level of unemploymeni.

Q Employment secunly Here workers are
protected by collective agreement,
regulations or convention against
arbitrary loss of employment.

QO Job secunty. Here workers are

n higher wages. Because wages are
ta

industry, employers are more likely to agree
to higher wages in the interests of labour
peace than they would have been in the
absence of a bargaining council.

There is not a strong link between wages
and productivity.

ing councils i a

agamst arbitrary transfers between sets of
work tasks and losing job-based nghts.

Q  Work security This is essentially about
working conditions and health and safety
protection in employment,

Q Skl reproduction security Here workers
have access to acquiring skills or being
retrained to ensure that therr skills do not
become obsolete or inadequate

Q Income secunty. This protects against
poverty and arbitrary reduction in
income.

Q Representation securily. This ensures
that participants in the labour market
have a secure capacity to bargain and

the of
They must have a strong 'voice' to
ensure that distributive justice is pursued
consistently Without this

component of inflexibility, as they do not take
nto account that circumstances may vary
radically from one enterprise o the next

and from one region to the next. (Steyn,
1993)

Assessing labour regulations

Labour regulaiions should be assessed in

terms of whether they achieve three sets of

objectives, and the extent to which the

pursuit of one of those objectives is

compatible with attaining the others:

0O Do they provide the workers with secunty
in an equitable manner?

@ Do they promote or hinder employment
growth and dynamic efficiency?

O Do they have a redistributive effect thatis
beneficial to the most vulnerable

security, all other forms of security will be
Jeopardised.

Q Educaton and training to Improve the
skills and demand of labour.

Bargaining councils

Bargaining councils have certain advantages

(Baskin, 1994):

a of are
set without government interference.

QO Competition on the basis of labour costs
is eminated

Q0 They play a very important role in
providing benefits.

O They assist with dispule

of society?
If the system relies on detailed codes of
conduct and on rules for processes and
practices, one might ask whether or not the
system 1s promoting a rigid labour market.
Many policy-makers and observers have come
to believe that profitable and acceptable
flexibility involves more than deregulation.

Such flexibility comes about as the result
of a complex set of measures that cover
many aspects of work and enterprises.
There is a strong emphasis on the skills

and of the

and on high-quality work.

There 1s also strong emphasis on Increased

Q They promote labour peace.

However, these bargaining councils also have

some disadvantages (Van Rensburg, 1998):
‘The extension of bargaining councit

agreements to non-parties might well result
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inthe and, at
the collective level, the enhancement of long-
term co-operative relations between employers
and employee representatives,
This article will be continued In the next
i1ssue of the Builetin,
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It is tough being a woman
organiser in the unions’

(4 was born 1n Pictersburg in a small

I sillage catled Ga-Maphoto At the

age of exght 1 went to hve with my

aunt in Durban She wanted to relieve my
father's burden because we were eight
children at home. I stayed with her unul
standard erpht. 1 had a good up-bri
there and enjoyed school. I T had money
now I would go back to school full time.

My father died in 1972 so 1 went back
home.1 finished my matric in
Durwelshloof nearTzancen in 1977 after
having to learn to write, speak and read
Northern Sotho all over agaun

1976 uprisings

My imvolvement in politics started with
the 1976 upnsings 1 was a leader of the
Student Christian Movement. The school
was far away from Johannesburg but we
had a way of contacting our fellow
students there. We also took part in the
s of June 1976 and some of us
ended up in jail.

‘Things were never the same at school
after June 1976 Although we knew about
Mandela and Sobukwe, we were scared of
talking about them openly, We used to go
to the University of the North in

_Pietersburg for ‘mogabolo’ (political
discussions)

Working

1fell pregnant in 1977 while doing matric
and had a girl In 1979 1 did secretarial

Maggie Pooe, TGWU's co-
ordinator of social benefits,
speaks to Etienne Viok and
William Matlala.

courses in Johannesburg but could not
secure a job because I did not have a
permit to work there This made me
aware of the injustices of the pass laws

I then got a job at Old Mutual in Louis
Trichardt as a secretary 1 ived with my
aunt and nune famly members in a two-
roomed house. 1 did not have a permit 1o
be in the area and was harassed by the
mumcipality police every day.1 thought of
resigning and going back home but I had
to support my mother, daughter and
siblings.

1 got married 1n 1982 to a man whom [
met while studying in Johannesburg. My
husbhand worked at Sasol 1T in Secunda so
1 resigned from Old Mutual to join my
husband there.

Istarted working for Old Mutual in
1984, where my superiors expected to be
called ‘mencer’. I could not stand doing
this I was constantly harassed and
intimidated so I ressgned after only three
months in the company.

In 1986 I had a son. Thereafter [ got a
job at the then Highveld Board at the local
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municipality. Because of unfair labour
practices there 1 organised my fellow
workers to join the municipality union,
which was TGWU then But I was expelled
from the municipality. I then worked for a
local doctor who also did not treat his
employces well We joined NEHAWU but
once agun I was seen as the villain and
was dismissed.

When I joined NUMSA the
owner did not allow me and
he refused to pay me two
months salary. After settling
with the help of the union, I
resigned because my
relationship with the
company had turned
sour.

Organising for TGWU
1 realised that I was losing ali
my jobs because of my
association with COSATU so
I decided to go and work for
the unions. I applied to
TGWU and was appointed as
an office administrator in
Secunda in 1991,

People who taught me the
ropes in COSATU were
comrade JJ Mabena, who is
now an MEC in Mpumalanga,
and comrmde Susan
Shabangu, who is now a
deputy minister.

A year after | joined the unions [
became an organiser. I had a great urge to
assist dismissed workers. I won my first
case and was so happy I could not sleep. |
said that if men can do it,I can t0o. It was
just a case of listening and saying what 1
‘was taught.

1was an organiser in Secunda until
1995.1 negotiated wages and benefits. 1
then moved to

I realised that I was losing all my jobs because of
my association with COSATU so I decided to go

and work for the unions.

Johannesburg where
I negotiated the
provident fund. I got
invalved in

By that time I had major differences
with my husband and it led to divorce. In
1990 1 started work at a local garage as a
manager,

social
benefits such as
medical aid and provident fund for
Gauteng,
Security is the toughest sector to
organise in TGWU. Most of the employcrs
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are ex-pohicemen They will not listen to
you because you are a woman It 15 tough
being a woman organiser in the umons
Yet sometimes you can use your motherdy
tnstincts whien the men are angry

1 won my first case and was so
bappy I could not sleep.

You can cool them down and get them
to talk The sector has many smalf
companies who are not scared, like big
companics, of being exposed They can
just close down and open a new company

Gender and the unions

In the umon women were scared of
rassmg therr hands or talking in front of
men, When 1 stood up the men would
order me to sit down I represent these
men at companies but they tell me to sit
down just because I am a woman Just
because Tam a woman they dispute what 1
say but when a man say s the same thing,
they say itis a fact. 1 gotinvolved in
gender issues with Susan Shabangu 1
learnt a lot from her 1 co-ordinated gender
issues at my branch until 1995 whle at the
<ame time co-ordmatng gender for the
Wits region 1also represented COSATU on
a T'elicia show on sexual hartssment and
participated in workshops and plays run
by the Sexual Harassment Education
Project.

Although trade unions have 1 i}

15 a special school that they themselves
have attended to quahfy as unionists

Challenges

Subcontracting is a problem because we
are losing membership But often when
compames subcontract we just change the
unton For instance, when a company
subcontracts their in-house cleaners to get
rid of a certain union, the workers just join
TGWU That is why I say to the employers
that COSATU is so wide you cannot run
from it

An area of great concern that COSATU
should discuss 15 when companies give
truchks to dmvers to own (dnverowner
schemes) These davers will then lose alf
the benefits they were getting from the
company The drnver, may be an ex-
shopsteward, will then employ some people
I'asked one such dmver: How can you do
this? How much are you paying the people?
Often it 15 peanuts This scheme is also a
problem because both the truck dover and
the company claim not to be the employer

I said if men can do it, I can do
it too.

My personal view 1s that there s a
conflict of interest svhen a shopsteward is
also a director of a company You have to
say Iam a worker and I believe in this or [
am an employer and I believe 1n that 1 fail

the gospel of gender equality for some
tme,1do not think that they are taking it
seriously The very thing that unions are
preaching in companies, like quotas, they
do not practice. Quotas are the only way
that you will force unions to take gender
seriously. When we argue about the quota
system, our male commades will always
emphasise the issue of training, as if there

to how you can ref
employers at the same ume that you
represent workers

SATAWU

The SATAWU (ex-SARHWU) and TGWU
merger is long overdue 1 am happy that it
is taking place because the membership
will grow and we will be stronger when
we strike! k-

Vol 23 Number 2 Apnif 1999

95



glossary

CCMA

CEC
COSATU

EPZ
EU

FEDUSA

GATT

GDP
GEAR

SACP
SADC

Afrnican National Congress
Branch Executive Committee
Basic Conditions of
Employment Act

C Based O isati
Commission for Conciliation,
Mediation and Arbitration
Central Executive Committee

Congress of South African Trade
Unions

Export Processing Zones

European Union
Executive Commuttee

Federation of Unions of South
Africa

General Agreement on Trade
and Tariffs

Gross Domestic Product

Growth, Employment and
Redistribution strategy
Inkhatha Freedom Party
International Labour
Organisation

Labour Relations Act

Member of the Executive
Committee

Member of Parliament

National Labour and Economic
Development Institute

National Council of Trade Unions
National Executive Committee

National Economic Development
and Labour Council

Non-governmental Organisation
New National Party
Organisation of African Unity
Reconstruction and
Development Programme
South African Communist Party

South African Development
Community

SMME

TBVC

UIF
WTO

Small, Medium and Micro
Enterprise

Transkei Bophuthatswana Venda
Ciskei

Unemployment Insurance Fund
World Trade Organisauon

COSATU-affiliated unions

CAWU

Construction and Allred
‘Workers’ Union

CEPPWAWU Chemical, Energy, Paper,

EAWU
IPS
NEHAWU

NUM
NUMSA

POPCRU

Printing, Wood and Allied
Workers' Union

Chemical Workers' Industrial
Union

Communication Workers®
Union

Food and Allied Workers’ Union
Institute of Public Servants
National Education, Health and
Allied Workers’ Union

National Union of Mineworkers

Union of kers
of South Africa
Police and Prisons Civil Rights

Union

SAAPAWU South African Apricultural,

Plantation and Allied Workers'
Union

SACCAWU South African Commercial,

SAMWU

SATAWU

SASBO
TGWU

Catering and Allied Workers®
Union

South African Clothing and
“Textile Workers' Union
South African Democratic
Teachers' Union

South African Municipal
‘Workers’ Union

South African Transport and
Allied Workers Union

‘The Finance Union

Transport and General Wockers’
Union
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Ditsela 1999
Forthcoming Education Activities

Regional Programme: April to July

A series of Regional Trade Union
‘Schools’ will be held in 1999.
The Courses Offered at the
Schools are:

0 Economics — An Introduction for
Trade Unionists

O Use of Information in Union
Negotiations

0 Negotiation Skills, Strategy and
Tactics - An introduction

O Management and leadership for
Union Office Bearers

Dates — April to July

[Region Date

Gauteng — Johannesburg 13-16 April
Western Cape — Cape Town

with Worker College 4-7 May
Northern Province —

Pietersburg 13-16 July
KwaZulu-Natal — Durban

with Worker College 20-23 July

National Activities: April to July
(Johannesburg)

Short courses/special programmes
) Administrator Development
Programme
= Block One 19-20 April
© Block Two 21-24 June
U Organising & Law Programme
» Basic Labour Law 20-23 April
® Arbitration Skills (Johannesburg
and Cape Town) 27-30 July
J Facilitator Development
Programme
e Shopsteward Education 8-11
June
1  Occupational and environmental
Health and Safety 28 June-2 July:

Ditsela Advanced National

F ( p)

143 unionists registered and
attended Block One of the 1999
programme. Block Two of the five
courses will be held on different
dates between May and July.

Please consult Ditsela for details
of date changes.

For More Information

Please consult our Brochure, visit
our Web Site or contact Ditsela
Programme Officers:

Tel: (011) 403-2155

Fax: (011) 403-1055

e-mail: ditsela@apc.wn.org
Web Site: http://ditsela.org.za
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