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Whatt does RETRENCHMENT rmean to you...
unemployment or a new beginning?

Think of the word ‘Retrenchment’ and you
immediately think of other distressing words
like 'unhappy’ ‘fear’ and 'unemployed’. It's
understandable. It's what we have learnt o

] expect, However, while refrenchment may be
a reality of the economic environment, what
it means to the employee is up to you.

Career Solutions would like it to mean ‘starting
over’,'increased confidence’ or ‘a new career’.
Our qualified team of professionals have the skills
and experience to help employees deal with
and adapt to the changes around them. We
help them to develop their own goals and start
them working towards achieving them. We
recognize that with the current high level of
unemployment, self employment (or starting
their own business) has to be an option.

Our customized retrenchment retraining
programme includes:
« Dealing with the Shock ¢ Planning A Way
Forward * Entrepreneurial Training * Money
Management Skills * Additional Skills Training
« Follow-up Monitoring and Support
It is @ comprehensive programme, dealing
effectively with both the emotional and
practical issues.

CALL NOW!

We would like fo hold @ free one
day serminar in your ared, fully
explaining the benefits of the
Career Solutions programme

CAREER
SOLUTIONS

108 CHAPEL STREET
PIETERMARITZBURG 3201
PO. Box 11008
U 2 0 il I For more details, please call
TEL: (033) 394 5416 Lara Kay (033) 394 5416
FAX: (033) 394 5610 "

E-MAIL: cre@futurenel co.za i

CAREER SoLuTIONS - Because People Make the Difference
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For in-depth

analysis of developments
in the South African labour
movement, you need the South
African Labour Bulletin. The Bulletin is
read by industrial relations managers,
business leaders, unionists, journalists,
academics and politicians.
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'he South Afrcan apartheid workplace

needs to be restructured This edition of
the Bulletin examines four issues that have an
effect on workplace transformation - skills,
union strategy, what's happening in unions
and the impact of the broader industnal
relations chmate

The new skills legislation attemplts to,
among other things, promote skills training
Adnenne Bird argues that skills development
must be linked to industnat strategy for South
Alnca to develop and become more
productive

lan Macun shows how strategic planning
can be used for skills development Barry and
Norton also argue that labour must engage in
1he new institutions that have been set up —
one of them being Sector Education Training
Authorities, on which Viok's mterview with
Sam Morotoba focuses. How should labour
engage? Marock's article details COSATU s
policy and guidelines on recognit:on of prior
learning (RPL)

But skills development 1s only one part of a
strategy needed to transform the workplace
Unions a!so look at 1ssues such as work
organisation and participaticn

Karl von Holdt's senies — ‘The Highveld
Slee! Story', detalls how NUMSA has tried to
implement a new strategic vision of
reconstruct:on in the workplace. This includes
conceptualising a new vision and winning
support for 1t 1 union structures — by no
means an easy process, since it raises a
number of controversial questions such as 1s

editorial notes

the union committing itself 1o managing
capitalism? Is worker control being advanced?
Von Holdt's case study of how NUMSA
and a

workplace, is a positive example that other
unions can follow This can be contrasted to
Kally Forrest's analysis of what happened at
Volkswagen She highlights the workers'
different ideclogies (and thus) strategies on
restructuring the workplace The article shows
that demacratic debate in union structures and
the use of accepted strong leaders to resolve
nternal conflict are essential if workers®
mierests are to be protected, and union
strength and legitimacy are to remain intact.

The last case to point to 1s Eskom where a
tense indusinial relations climate is one of the
factors. workers and
from working together on HIV/AIDS It points
to the necessity for good and stable industnal
refations to be In place if co-operative projects
are going to work.

Tanya van Meelis
Editor

Copyright € Umanyana Publications All nghts reserved No part of this publicatin may be produced n any form or by any
means, electronic or mechanical, ncluding pholocopying without permission 1n wniting from Umanyano Publicatons

Published by Umanyano Publications cc 89 00395/23 » ISSN 0377-5429 « 50 St Georges Stree, Bellevue East, Johannesturg
2193 + PO Box 3851, Johannesburg 2000 South Afnca » Phone: (011) 487-1603 « Fax: (011) 487-1508

«e-mal: satb@icon co 2a » Editor: Tarya van Mee's

. Marketing:

Augaya Rees « Dispatch and Promotions; Ff Meky

Design and Production* Warren Parker and Diane Stuart » Printed by~ Natal Wllness Pnnlmg and Publishing Company
Pietermanitzburg « Published since 1974
EDITORIAL BOARD « Cape Town: Johznn Maree » Durban: An Sitas, Imraan Vafodia, Dearne Colfins ¢ Johannesburg:
Jane Barett Laet Bethlehem, Sakhela Bublungy Avnil Jof'e Edd'e Webster Karl von Holdy, Bethue! Maserumule Pl Sonner

Chrs Bonner.Tanya van Meels » Eastern Cape. Rog

Lacq * Accounts: Musa Khoza »

* Assoclate Editors: Vst Nhlape, Connie September

Gay Sexdr USA} Rob Lamben (Australia)

Vol 24 Number 2 « Apnif 2000



contents

SOUTH AFRICAN

ILABOUIR
JBUILILIBITIIN

Volume 24 Number 2 April 2000

Editorial notes ....

REDEYE.. ..
Letters . ... e

The law at work
*y The Skills Development Act
‘(ransformmg education and
training for workers
Brendan Barry and Dawn Norton ... ..

Feature )
What happened at VW? Facus: Skills development
Kally Forrest 42 Alndustry poficy and skills development

Adrienne Bird .. ...

Heita SETA
an introduction

Interview with Sam Morotoba
Etienne Viok .

Prior Learning
what and why
Carmel Marock

Strategic planning's contribution
to skills development
1an Macun .. s

Briefing
Wits 201
restructuring and retrenchments
Lucien van der Walt .. ....

SA Labour Bufietin would like to thank the following organisations for their generous support:
« Friedrich Ebert Stiftung (FES) » Entraide et Fraternite (Belgjum) » American Center for International

Labor Solidarity » Strengthening Civil Society Fund, the Department of Labour

2 5A Labour Bullet:n



HIV/AIDS
Practicing in parallel not the best practice
Andrea Meeson and Tanya van Meelis. .. ... . 44

Focus on Nedlac. . ... . 50

Feature

Labour brokers.

3 ease study of Transman
Tanya van Meelis . ... ...

e

Advertorial
The Hospitality Industry Provident Fund
Allan Horwtz, ...

Workplace

The Highveld Steel Story. Part 1

The new union vision

reconstruction in a demacratic South Africa
v Rt st o=~ S et e 60

The Highveld Steel Story Part 2
Implementing the union vision
reconstruction through teamwork

Karlvon Holdt .. . ... .66

Culture Bulletin
Galloway and Stephens
ElenieiViok. '@ wmev: g gz el

Union profile

“Hot a woof-woof union’

Interviews with Cunningham Ngcukana,

NACTU General Secretary

Etienne Viok and Rugaya Rees... . .. 73

contents

International

Internatronal privatisation

learning lessons from the Asia Pacific
Mick Paddon

Fafo country report
Trade unions in Swaziland
Mohammed Motala ... ... v . .. .85

NPI column
Building a nation at work
transformation at the NPI
Yvonne Diadla ..

Profile

‘We're different but still equal’

Shahieda Sallie

Rugaya Rees and Wilham Matiala .. .. . . 93

BlOSany=. e, e, wod joers = 60w B w8

Coter: Traimng at Benoni Training Centre
(BIG) Photograph Wllan: Matlala

The vrews expressed by contributors are not
necessarily those of the editorial board of
Umanyano Publications

Vol 24 tiumber 2 + Apnl 2000



redeye

Ob rats!

RUITERS REFLECTS

REDEYE was at the FES/Nated: conference
and was amazed to hear the following from
Alistarr Ruiters, new director-general of the
Department of Trade and Indusiry: ‘The
relationship between caputal and state is very
comfortable in other countries, and here too
we have fallen into it. You just need 1o stand
back at cocktall parties and look at what s
going on there. This Is different to what we
learnt in the 1980s, Who are our policies.
benefiting?"

REDEYE cammends Ruiters for his
hanesty and hopes o see more people taking
a step back at cocktail parties.

RATTING ON THE DOL

The Department of Labour, at its skills
conference, supplied a booklet with a section
on sample training material. In it, a case study
mentions that ameng the employees in a
certain company ‘there were two girls in the
office’. REDEYE wanders how old they were
because surely there are laws against
employing giris.

It then discusses how to lrain a rat and
compares that 1o training ‘a man’, A diagram
on the steps In leaching progression has a rat
on the one side and a ‘man’ on the other. The
section concludes with
this question 'In the

similar way (to training a rat), leading him
through a progression ol five distinct steps’.

At the beginning of the sectlion it says ‘In no
way is the Department of Labour...accountable
for the quality or value of the material
represented’. Now what kind of a statement IS
that? REDEYE wonders whether the
department knew what was coming.

In FEDUSA Debate, the federation’s official
magazine, Mary Malete, its president, 1s
photographed next to her ‘newly acquired
Mercedes, a car it for a president’.

REDEYE congratulates FEDUSA on its
transparency. Now, wonders REDEYE, what
would the chance be of COSATU leadership
showing off their cars?

If any leader would ke to send a photo fo
REDEVYE, the address is at the front of the
Bulletin REDEYE will even accept pholos of
skorokaros, but that seems unlikely taking Into
account some of the stories REDEYE has
heard about COSATU affiliales’ parking
garages. REDEYE will kesp readers informed
of any photos received.

HOBGOBLIN

REDEYE has decided that some translations
of Karl Marx's works, though

make for better

learning context are
people like rats?' and <
answer ‘If you wanted

1o train a human to o«
perform a task, you f*
would proceed in a

reading. A case in point is the
translation which claims that
*a hobgoblin Is haunting
Europe’. Sounds much more
Intaresting than ‘a speclre is
haunting Europe’.
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Dear Editor

The Labour Bulletin published an interview
you did with me in February 1938 | wish to
inform you what has happened since then.

I have always been aware of the nature
and ability of ideologes to decelve and contral
the minds of men, that anly the owner of a
mind could change t, that this process uses.
self realisation and development.

One can hardly think of a more emotive
word for South Africans than *apartheid , and |
was planning for the day when f could be part
of a 'post-apartheid’ society But | have
realksed that the legacy apartheid left us with
15 a masswve, complex and interrelated web of
laws, traditions, attitudes, socio-political and
theclogical factors These have to be
unravelled and reversed, but it will not be
easy

I'wanted to be a part of this process, as you
correclly caplured In your interviews, because

letter

of my beliefs in forgiveness and reconciliation
I realised that there could be no reconciliation
without justice, and justice inchzdes removal of
uvnequal structures There can be no
reconciliation without equalty, as only equals
can reconcile This meant the liberation of
black people and removal of oppression
| have been applying for new positions and

trying 1o build my career. Atter my third
application | was short listed for a posttion as.
admin officer, two ranks higher than the post |
was in, that of senior clerk | beheved God's
word which says ‘A labourer 1s worthy his due’
| hated racist attitudes and believed that
lessons were learned from the past, and that
apartheid would be reversed | believed in the
LRA, tabour relations, employer-employee
relationship, and | got the job!

Ben van der Merwe

NEHAWU member

CENTRE FOR
BUSINESS
MANAGEMENT

UNIVERSITY OF
SOUTH AFRICA

COURSE IN LABOUR RELATIONS. PROGRAMME IN HUMAN RESOURCE ADVANCED PROGRANME IN HUMAN
UANAGEMENT MANAGEMENT RESOURCE MANAGEMENT
YnamudJes Four medles Four modJ'es
Latour Relatons Management 1 The Human Resource Functen 1 Svategic Human Resource
A macroperspectne 2 Indusinal Retatons Management and intematonal Human
* R players in mdustnal refatons 3 Traning ard Development Resource Management
* Collectve barganng 4 Human Relatens. 2 Crganisa’ onal Behaviour and
* The South Afncan LRA Renewal
* Trade unons and employer's 3 Research Metodology
ergansatons 4 Research Project in Kuman Resource
2 Labour Relatens Management. Management
Amuroperspectve
+ A systems approach 1o lavour
rlatons
+ Wiorker partcipation and
commniaten
« Con*ict managsment and
negstatons Reglstration requirements
= Managngingustnal acton Aceticae n Human Resource
Registration requirements® Registration 21 equvalent
Semer cenficate or expenence Senior certfica‘s or experence quatfication
Duration § months Duration 12 monts Duration 18 m:
3102 1505 2802 Final regls!nllnn dﬂt 2802
FOR FURTHER DETAILS CONTACT
Tel (012) 425 324 Fax (012) page H
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THE LAW AT WORK

The Skills Development Act

transforming education and training for workers

arliament passed the Skills
PDevelopmemAct, 1998 (‘the Acr) in
the context of high unemployment,
grossly unequal distributions of income,
inequality of opportunity based on the
legacy of apartheid, poverty and low levels
of investment in the South African labour
market. The Act aims to address these
features by way of a new set of institutions
and financial schemes
The purpose of the Act is 1o
Q develop the skills of the workforce;
O improve workers' quality of life,
prospects of work and labour mobility,
1 improve productivity in the workplace;
Q promote self employment;
O improve the delivery of social services;
Q increase the levels of investment in
education and traiming in the labour
market and improve the return on that
investment;
O encourage employers to use the
workplace as a learning environment,
0 encourage workers to participate in
learnerships and other trtining
programmes to improve their
employment prospects;
Q help work seckers find work,
Parliament passed the Act on 20 October
1998 and most of its provisions came into
operation on 10 September 1999, The Act
repealed the whole of the Manpower
Training Act, 1981, the Guidance and

Column contributed by Cheadle, 1

Brendan Barry and Dawn
Norton outline the netw
legislation dealing with skills
development.

Placement Act, 1981, the Local
Government Training Act, 1985 and the
sections of the Telecommunications Act,
1996 which deal with training. The Act
creates significant opportuaities for trade
unions to influence the type and extent of
training to be provided by employers to
workers,

The National Skills Authority
The Act establishes the National Skills
Authority (NSA).

‘The functions of the NSA arc to:

O advise the Minister of Labour on a
national skills development palicy, 1
national skills development strategy and
guidclines on its implementation;

0 advise the Minister of Labour on the
allocation of funds from the National
Skills Fund;

Q linise with Sector Education and Trining
Authorities (SETAs) on the national skills
development policy and stmtegy;

T conduct investigations on any matter
arising out of the application of the Act.

ompson and Haysom

SA tabour Bulletin



The NSA 15 composed of 27
members appointed by the
munster Tive members
represent orgamised labour,
five represent organiscd
busmess, five represent
community and development
interests, five represent the
interests of the state, four
represent the interests of
cducaton and truning
providers, tw o have expertise
in the provision of
employment senvices and
one member is nominated by
the South African
Qualifications Authonity
(SAQAY

A member of the authonity
holds office for a penod of
three years and s ehgible for
reappointment.

SETAs

On 20 March 2000 the:
Mmister of Labour established
25 SETAs , each wath
junsdiction overa defined
tconomic sector On the same: skills.
day the Minuster of Labour
abolished the 33 training boards

The Skills Development Act aims to develop workers’

THE LAW AT WORK

will be

under the Manpower Training Act, 1981

The Act provides that the assets, nghts,
labilitsies and obligations of those trmming
boards are transferred to the SETA
responsible for their economic sector As
an intenm arrangement, existing
apprenticeships must be dealt with in
terms of the Manpower Training Act, 1981,
but the SETA must perform the functions
of the old trining boards with respect to
the apprenticeship contracts

The Minister of Labour will set a date
on which this interim armngement will
end and pubhsh it in the Government
Gazeue On that date, exisung

considered as learnerships under the Shills

Development Act The primary functions

of each SLTA are to.

Q develop a sector skills plan,

Q implement the sector skills plan,

O promote learnerships;

Q approve workplace shills plans,

O monitor education and training in the
sector;

O allocate grants,

O support the development of learming
matenals

A SETA consists of representatves from

labour, organi Iy
(ncluding small business) and relevant

Vol 24 Number 2 « April 2000



THE LAW AT WORK

government departments and may also
include representatives from interested
professional bodies and bargaining
councils in the particular sector if the
minister so approves

Organised labour is represented on
each of the 25 SETAs. Each SETA must

Learnerships
SETAs are responsible for establishing
learnerships in their economic sectors.
Learnerships are intended to address the
gap berween current education and
training provision and labour market
needs. Learnerships must consist of a
learning and

consist of an equal number of Ie
i p and emp!

The Act obliges SETAs to apply to SAQA
for accreditation as Education and Training
Quality Assurance bodies Once so
accredited SETAs will be responsible for

practical work experience of a specified
nature and duration which leads to a
qualification registered by SAQA and
which is related to an occupation.
Learnerships replace the old

the of training provi and

quality assurance of their training.

under the p
‘Training Act, 1981. Learnerships are

The 25 SETAs

SETA 1: Financial and Accounting Services

SETA 2: Banking Sector Education and
Training Authority

SETA 3: Chemical Industries Education and
Training Authority

SETA 4: Clothing, Textiles, Footwear and
Leather Sector Education and
Training Authonly

SETA §: Construction Education and
Training Authonty

SETA 6: Diplomacy, Intelligence, Defense
and Trade & Industry Sector
Education and Tralning Authority

SETA 7: Education, Training and
Development Practices Sector
Education and Training Authority

SETA 8: Energy Sector Education and
Training Authonty

SETA 9: Food and Beverages
Manulacluring Industry Sector
Education and Training Authonty

SETA 10: Forestry Induslries Sector
Educalion and Tralning Authonty

SETA 11: Health and Welfare Sector
Education and Tralning Autharity

SETA 12: Information Systems, Electronics
and Telecommunication
Technologles

SETA13: Insurance Seclor Education and
Tralning Aulhority

SETA 14: Local Government, Water and
Relaled Services Seclor Education
and Training Authonty

SETA 15: Medha, Advertising, Publishing,
Printing and Packaging

SETA 16: Mining Qualifications Authonty

SETA 17: Manufacturing, Engineenng, and
Related Services Education and
Training Autharity

SETA 19: Police, Private Secunty, Legal and
Correctional Services

SETA 20: Primary Agriculture Education and
Training Authonity

SETA 21: Public Sector Education and
Training Autharity

SETA 22: Secondary Agriculture Sector
Education and Training Authority

SETA 23: Services Seclor Education and
Tralning Authanty

SETA 25: Tourism and Hospitallly Education
and Training Authonty "

SETA 26: Transport Education and Training
Authonty

SETA 27: Wholesale & Retail Sector
Education and Training Authority

The anticipated SETAs In 'Personal care' and
'Sports, Arts, Cullure and Entertainment’
were not established because they were not
financially viable.

SA Labour Bulletin



L ips are also avail to

ntended to improve the old system by,

A offering training both withsn and
beyond the formal sector,

3 focusing on a wider range of occupations,

2 integrating theoretical educanon with
shalls truning

erships are il o
a wider range of learners including first-
time work seckers and unemployed
workers

Learnerships are established by
leamnership agreements between a learner,
an employ er and an accredited training
provider and must be registered wath the
relevant SETA The learner and employer
must also enter 1nto a contract of
employment The SETA is required to give
arecord of lecamerships to the
Department of Labour.

Planning Unit
The Act provides for the: of

THE LAW AT WORK

workers.

Department of Labour This Unit will
research and analyse shills deficits and
needs in the labour market and assist in
formulating the national skills
development strategy The Unit will also
provide information on shills to the
Mnister of Labour, the NSA, SETAs,
education and traming providers and
organs of state

Financing
The Skills Deselopment Levies Act, 1999 is
an allied prece of legistation concerned
with the financing of the Shalls
Development Act As from 1 April 2000
employers will be obliged to pay a levy of
0,5% of their payroll to the South African
Revenue Service (SARS) Tlus levy will
mcrease to 1% as from 1 Apnl 2001

The purpose of this levy is to fund the
skills des elopment of employecs and

2 Skills Dexelopment Planning Unit in the

d persons
Employers who are exempt from

Vol 24 tumber 2 « April 2000



THE LAW AT WORK

L ips will integrate theoretical

paying the levy include.

O those who are exempt from income tax
in terms of section 10(1)(f) or section
LOC1X(A) (religious, educational or
chantable institutions) of the Income
Tax Act, 1962;

employers who are not required to
register as employers with the SARS on
grounds that all their employees are not
Hable for PAYE and whose total

payroll is estimated to be less than
R250 000 per annum or such other
amount determined by the Minister off
Labour.

A public service cmployer in the national
or provincial sphere of government and
any public entity which gets 80% or more
of its expenditure from funds voted by
parlament (such as the Human Rights

C [ssion or Gender C ission) iy

[=]

with skills training.

not required to pay the leviable amount.

However, they must budget the same

amount (ie 0,5% and later 1%) for

purposcs of education and training.

‘The Department of Labour estimates
that the skills development levy grant
scheme will yield about R1-billion for
training and skills development this year
and double that next year. The SARS will
distribute:

Q) 80% of the levies (ie approximately
R800-million) 1o SETAs (in proportion
to the amounts collected from
employers registered with a particular
SETA),

Q the remaining 20% (te approximately
R200-miltion) to the National Skills
Fund ('Fund").

The money in the Fund may be used only

for projects identified in the national skills

10
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strategy as national priorities, or for other

projects the Director-General of Labour

deternines are related to the purposes of
the Act These national projects are in the
process of being identified

Cmployers may reclaim much of the

Tevy they have paid if they provide shalls

trining for their workforce The aim of the

levy is to encourage employers who do
not offer training opportunities for therr
employces (orvery little trining) to raise
the skills levels of their employees

The employer s incentine 1o provide
truning is to recover a proportion of their
levy In turn the levy rewards employers
who currently provide significant shills
tmining to their employees because they
may now recover a proportion of their
trauning expenditure. Furthermore, each

SETA will make grants available to

cmployers who are able to implement

traning for specific skills shortages
wdentified by the SETA

Itis anucipated that employers will be
concerned to recover as much of the levy
they have paid as possible.An employer
may recover,

2 15% of their levy if they emplay or
appoint a Skifls Development
Facilitator;

Q 10°% if they prepare a worhplace skills
plan,

Q 20% 1f they implement this plan

A Skills Development Facilitator is

responsible for developing and planning a

firm's skills development strategy. This

Facilitator assists employers and

employees to draft and implement their

workplace shills plans These plans must
dentfy and priortise the training needs in

A parucular workplace and indicate which

employces will receive training

Enforcement

Chapter Ten and Schedule Two of the
BCLA apply (with the necessary changes

THE LAW AT WORK

required by the conteat) to monitoring

and enforcing the Act, and any legal

procee ac ion
of the Act

In bricf, these provisions provide for
the appointment of labour inspectors who
may conduct mspections, investigate
complaints and 1ssue compliance orders
A lzbour inspector may, without warrant
or notice, enter i workplace or a4 prennses
used for truning, to monitor or enforce
complunce.

An employer may be fined for fuling to
comply with a provision of the Act The
fineas calculated as a percentage of the
amount owing A person muay be
sentenced to a fine or imprisonment for 2
perniod not exceeding one year if he or she
is convicted of an offence i terms of the
Act Offences include”
A farlure to pay the levy,
Q obuaining presenbed documents by

fraudulent means,

O gving false informauon knowing it to
be false,

Q obstrucung or attempting to
improperly influence a person who 1s
performing a function in terms of the
Act.

Conclusion

The Act provides significant opportunitics
for trade unions to shape skills
development policy, strategy and
implementation.

Q at national level on the NSA;

O at sector level on each SETA,
particularly in developing and
implementing sector skalls plans and
promoting learncrships,

O at workplace level in developing
workplace shills plans *

Brendan Barry and Down Norton are
attorneys at Cheadle, Thompson and
Haysom
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Seature

What happened at VW?

strike in January this year that

President Mbeki referred to it in his
opening speech to parliament, saying that
the government would not tolerate illegal
disruptive strikes.And figures released
later by Statistics SA noted that the
production of motor vehicles, parts, and
accessories was down by nearly 16% in
January on a seasonally adjusted basis
because of the strike.

But this was not workers striking
against their cmployers It was workers
striking agalnst their union, NUMSA.

This is not the first time that workers in
South Africa have struck to hughlight
nternal union conflict. In fact,itis a
pecutiarly South African tactic to distupt
production when members have a
grievance against their union.

1t is not always clear why workers use
this tactic rather than mising grievances in
union structures. it may be the only way
workers know of getting their grievances
aired or it may be an attempt to cripple
the opposition by weakening the union In
that plant, But it is clear that waorkers are
prepared to risk their Jobs to protest an
internal union matter

But how docs a situation like the one at
VW arise? How do unions attempt to deal
with the conflict, and how successful are

So serious was the Volkswagen (VW)

Kally Forrest explores why the
three-week strike against
NUMSA took place at VW and
concludes that workers
learned through their bitter
experience that the union is
there to represent their interests
and that internal conflicts must
be solved through democratic
debate in union structures.

There has recently been a spate of internal
union conflict - some of which have been
successfully resolved, and others that
simmer on unresolved or explode into
violent confrontation in the public arena.
The killing of an NUM regional chair, Sciby -
Mayise in May last year when he addressed
workers on confusion around the
Mineworkers Provident Fund, is one of the
most extreme forms this conflict has
taken. Indeed, the memory of this murder
has put extra stresses into resolving of
internal union conflicts.

VW and Nissan conflicts
Although the VW strike got wide covermge

they? in the press there were few attempts to
These are complex questions which answer these questions beyond vague

needa amount of that the UDM (United

12
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VOLKSWAGEN

Democratue Movement) and other politicat
formations were making in-roads in the
plant and causing conflict

AtVW, in Uitenhage, as at Nissan (see
Box on p 18), there is a history of
workplace restructuring and change. Like
Nissan, VW is a large auto factory with a
hig union membership of about 4 000
members As at Nissan, a rumbling internal
dispute broke out into open hostility and
in the VIV case led to a three-weeh strike
against the union’s suspension of 13
shopstewards And as at Nissan, in the lead
up to this internal dispute NUMSA
shopstewards and regional leadershup
were accused of being in bed with
management in a highly charged
atmosphere with threats and i

nights w introduced, and new and
younger workers joined VW under the
tolerant regime of Mandela’s presidency.
But there arc also older workers at VW
‘who remember the hard battles of the
19805 and who cannot forget how
apartheid rumcd their Iives And the
conflict at VWV is partly about these two
groups struggling to find a way of dealing
with emplojy ers in the 1990s world of
international competition and an end to
protective tariffs

Over tme a group of older African
members began to feel aliepated from the
younger shopstewards on the
shopstewards committee This younger
leadership was strugghng with massive

But in the VW case, unlike Nissan,
NUMSA was not able to contain the
violence and internal conflict.The reasons
are complex and varnied and this article
does not claim to cover all the dynamucs in
the dispute

Background

For a long ume before the stnke, internal
union politics at VIV were unstable. VW 1s
a key factory in the Port Ehzabeth/
Untenhage area with strong links into local
communty politics. In the 1980s workers
‘waged militant battles to improve their
conditions and VW was the first factory n
the union movement to demand a hying
wage of R2 an hour.

‘Through its militant struggles and size
VW was seen as an important factory to
win in local political battles Thus has
meant that over the years various political
groupings, and tensions, have surfaced in

_lhc factory. In the past the union
contained these differences but in the
1990s things changed

The 1990s ushered in a new

ploys and other new and
complex 1ssues in a period where
co-determination was the buzz-word, and
the old days of militant rejection and

of all initi
was over Thus difference in approach is
well il by the different
to the A4 Golf Export Agreement

A4 Golf Agreement
VW Germany were willing to allocate the
A4 contract to their South African
subsidiary if local management could
develop the capacity to carry out the
contract In order to win the contract the
company had to cut back on costs and
i new i
with the union began

The company offercd 850 new jobs
with the spin-off of another 1 000 jobs in
the harbour 1n retrn for certain
worhplace changes.This included things
like only one tea-break a day, and instead
of the tradimonal three week factory
closure over Christmas, lcave would be
spread over a nine-week period to ensure

government which workers had fought for
New labour laws protecting workers’

This was taken to
membership and after nine months of
discussion the union got the mandate to
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Peter Dantjies helped resolve conflict in
the union at Nissan.

g0 ahead with the agreement. NUMSA's
Eastern Cape regional chair, Irvin Jim, put
it like this:*That agreement was not
perfect but in 7 capitalist environment it
was the hest we could do to ensure
creauon of jobs 1n a sca of unemployment
in the area

fo the older traditional African
workers it looked like the union
was selling out on all the bard-
won struggles they bad waged
to win rights'like regular tea-
breaks.

But to the older traditional African
workers it looked like the union was
selling out on all the hardwon struggles
they had waged to win riglts like regular
teadbreaks. They also wanted the

traditional factory closure at Christmas
with everyone returning together to their
homes to attend to things like
circumcision ceremonies.

A core of these workers started holding
their own regular general meetings at
lunch time where they voiced their
unhappiness about shopstewards selling
out,and complained about the lack of
mandates, and servicing.

Over time they gathered a group of
sympathetic workers around them in a
grouping known as Indlu yeengwevu (The
House of Elders). In this way a block of
union members operating outside of
union structures emerged even though
some of them were shopstewards

‘Then the de-mutualisation of Old
Mutual in 1998 further aggravated this
“split.As at Nissan and 1n other internal
union disputes, benefits can be the trigger
for some heated emotions.

The VW provident fund had invested in
Otd Mutual, With de-murualisation workers
believed they were entitled to cash

- payouts.The Indlu yeengwevu encournged
workers in this belief whereas at other
workplaces NUMSA regional leadership
quickly clarified the situation.

When shopstesvards at V¥ explained
that payouts from a provident fund only
took place on resignation, retrenchment,
reurement, or death, some workers at VIV

deeply suspicious and

Dealing with Indlu yeengwevu
Shopstewards outside of Indlu yeengwevu
felt they had to deal with this
unconstitutional group that ‘was
misleading workers'. So, for example, they
called a company congress in 1997 to
allosv members 10 riise grievances and
map a way forward,

The regional exccutive was then
mandated to execute this plan of action
with shopstewards But it was clear that 13
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of the 32 shopstewirds were not on board,
according 1o Jim,'The 13 actnvely
boycoted or sabotaged union mectings
and structures and attached the leadership
2ll the ume without specific allegations
We felt they just had the destre 1o weaken
organisation. They knew they could not
break away and form another union
because the majority of membership
would not go with them’

Witnessing this spht in their leadership,
membership became passie and
marginahsed in the conflict The
ing situation rumbled on
hout 1998 unul in 1999 the NUMSA
Unenhage shopstew ard council, made up
of shopstewards from different companics,
decided to take action and suspend the 13
stewards The suspended stewards were
mvited to a heanng but did not come The
region pointed out that the suspension
was unconstitunional but at a later regional
congress the decision of the local was
upheld subject to correct procedurcs
being followed

worser
throu

The Indlu ycengwevu group quickly
follow ed this decision with a one-day
strihe supported by about 300 NUMSA
members demanding the reversal of the
suspensions To resols e the situation
NUMSA leadershup decided they had to be
‘creatne” and lift the suspensions w hile
adhenng to the congress deciston that the
13 must stop operating as a block within
NUMSA, and stop inflaming opposition to
NUMSA leadership This deciston was
communicated at a quarterly general
meeting to which the 13 were invited
They attended but sat wath general
membership distancing themselyes from
other shopstewards

At the meenng the other shopstewards
resigned as they felt they could not

c1n the i T

and ‘they felt useless with no unity 1o tahe
up 1ssues’, This left the 13 as the sole

shopstewards The meeting agreed to hold
shopsteward elections and bring 1n the
neutral Independent Medmation Services of
South Africa (IMSSA) to conduct them But
this never happened

The Indlu yeengwevu group canducted
therr own ballot and at a meeung attended
by the regional secretary, Slumho
Nodwangu, they gave the names of new
stewards to management Nodwangu
objected that the stewards had not been
properly ¢lected and management then
witnessed verded threats on Nodwangu's
lifer

NUMSA’s leadership then
returned to the regional
congress decision to suspend
the stewards because they did
not adbere to the conditions
laid down.

NUMSA’s leadership then returned to
the regional congress deciston to suspend
the stewards because they did not adhere
ta the conditions laid down *We had 1o
take a stand to defend our organisation,
said Jim The suspended shopstewards did
not atend therr disciplinary enquiry.

The strike

On 20 January the Indlu yeengw evu group
and about 300 supporters went on strike
Over ime about 1 300 workers jotned the
strike Most of the strkers were less shalled
workers This time it took three weeks
before production at VIV started again VW
management responded by closing down
the plant and giving workers a deadline 1o
return to work saying 1t was an illegal
strihe Some returned but 1 300 were
dismissed

In the meantume the Indly yeengwevu
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group set up a Crisis Committee in the
community which was partly taken over
by non-VW workers. Their spokesperson
was an unelected ex-NUMSA and now
management member of Goodyear, Wilfuss
Ndani.

The majority of dismissed workers

who felt their militant tradition of
‘workplace union struggle was under
threat.As time went on some of the
stewards from this group joined other
political groupings.

At every point where the union
attempted to resolve the conflict they sent
in ives who this

turned to NUMSA to get them
and the union immediately took up their
cases. But the strike had taken its toll on
both production output (VW was losing
about R25-million turnover per day) and
the image of the union was dented in
warkers' eyes as they asked:'Do we need
all this trouble?’

What to make of it?

On the face of it, NUMSA leadership tried
a number of different ways to resolve the
conflict in their ranhs.There were
attempts to deal with the problem as
openly and democraticaily as possible
through the calling of general meetings,
company congresses, and regional
congresses So why did these attempts not
succeed as they had at Nissan?

The Indlu yeengwevu were
older workers, concerned
mainly with workers’ issues,
who felt their militant tradition
of workplace union struggle
was under threat.

Some commentators feel that politics
and the union’s lack of impartiality stood
in the way of a sofution to the problem.
Most NUMSA leadership was aligned with
the ANC/COSATU/SACP alliance and
shopstewards outside of this camp were
viewed with suspicion.The Indiu
yeengweva were older workers,
concerned maialy with workers' issues

alliance politics, whether it was the
regional leadership or national leadership
in the form of NUMSA president Mtutuzeli
Tom.The union did not send in a neutral,
but trusted representative, as in the case of
Nissan, to act as a mediator in the conflict.
This meant that all attempts at solutions
were immediately regarded with
suspicion.

There was also a crisis of ideology in
the union. Older workers were battling
with the new style of leadership - a
leadership that accepted they were
operating in a capitalist environment.
©Older members had grown up 1n the
1980s socialist chetoric - and this was
especially true of auto factories in the
Eastern Cape - where there were times
when it scemed that workers would wrest
contro! of factories from employers. From
tlis perspective this new cra of
co<determination with management
looked like a sellout.

But the Indiu yeengwevu group were
unable to put forward any alternative
strategies which could convince the
muajority of workers that theirs was the route
to go. Instead they dug in their heels and

union ip and
from the sidelines During the strike,
Nodwangu commented, Workers used
intimidatory tactics which were associated
with VW struggles which svere at the centre
of the struggle in Uitenhage in the 1980s
‘These kinds of tactics in these times with a
new LRA were inappropriate!

The Indlu yeengwevu were also
struggling with the style of leadership,

1%
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Gone were the days where the union
sought mandates from members on all
15sues With more complex issues, and
more worher benefits, shop are

Like other unions, NUMSA must work at building and maintaining unity

Combined with this clash of ideologics
went certan assumptions about the level
of leadership expenence in VWV

often imvolved in a mnge of technical
issues where they make decisions on the
spot This broader representatn e

was not castly by
older members

‘This was a tension that the union did

not resolve, as Peter Dantpies, NUMSA's
general secretary at the ume, put it, There
152 lack of involvement of members
People tend to rely on one-h

that 'because VW'
was an old and militant factory there was
the belief in the union that there was

ive, i in the
factory and a well educated membership
In fact at the point of productton a great
deal needs to be done to inform members
of micro- and macro-e¢conomic relations -
a great deal of education needs to be
done’

and when important issues are discussed
i other meetngs there is not 2 majonty of
members present. The union was not able
to ensure deeper involvement by

members which would have allowed for
broad mandates that shopstewards could
worh with to ensure no undue delays i
negouations

The that local
could deal with the conflict meant that
national leadershup came in at a very late
stage when it was difficult to make any
constructnve interycntion

Commentators also feel that the
conflict was not dealt with early enough
atalocal level Differences were allowed
to s5mmer unattended unul a clear
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Internal union dispute at Nissan

Just before the VW strke, NUMSA
leadership were resolving an internal union
dispute at Nissan where members called for
the cancellation of their union subscriptions
and a strike directed agamnst their company
and union. This conflict was successfully
resolved.

Al both Nissan and VW, workplace
changes either caused, or heightened,
nternal union conflict. The dispute at Nissan
happened against a backdrop of company
restructuring and discussions around
relrenchments in the face of falling profits.

Unilateral restructuring
NUMSA has 2 000 members at Nissan, a
company In Rosslyn near Pretoria. Nissan
management unilaterally introduced a new
medical aid to cut company costs. Once they
had contracted the new medical aid,
management consulted NUMSA
shopstewards and the charr of the
shopstewards committee wrote a letter
endorsing the new medical aid. Workers
were then faced with a form to sign to
change over to the new medical aid.

Workers were confused about the decision
and they were worred about what would
happen to their contributions n the old medical
aid. A vocal group of workers emerged who
strongly opposed the shopstewards committee
for going along with the new medical aid. They
accused shopstewards of being in bed with
‘management.

‘This caused a split in the shopstewards
committee — some sided with angry workers
and others supported the new medical aid.
Anti-NUMSA feeling ran high amongst
workers and there wers requests to cancel
union subscriptions. Then 2 000 workers
struck against tha company's medical aid
decision and the union's endarsement of
this.

Head office intervenes
At thls point Peter Dantjies, NUMSA peneral

secretary, was called in from head office to
try and sort out the conflict. He consulted
carefully with shopstewards over a period of
two days and then addressed a general
meeting.

In Dantjies’ words it was a difficult
meeting, ‘Workers were very hastile. They
kept interrupting me and grabbing the mike
out of my hands to address workers. All this
came [ust after the kiling of an NUM
regional chair in a similar situation and
speakers made reference fo that incident.
Warkers would not allow any shopstewards
or local orgarisers 1o address them. It was
very threatening.”

But Dantjies had a couple of advantages.
Firstly he had formerly been an organiser in
the Rosslyn area and was trusted by
workers. Secondly he was seen as a neutral
‘outsider” with no particular brief or
involvement with either of the shopsteward
factions. This was in contrast to the regional
leadership who workers did not consider
neutral

These advantages enabled Dantjies to
hold his ground and members began to air
their which included i
about lack of servicing and consultation, and
allegations against regional officlals. The
meeting then proceeded to endorse some
creative and innovative ways of handiing the
dispute.

Commission

‘The meeting agraed to set up a commission
to investigate members’ grievances and to
develop proposals for general membership
to discuss. Dantfies was to head the  *
commission and members could elect
anyone 10 sit on the commission — they did
not have to be shopstewards. Dantjies said
this was important because, ' detected
there was a core who were not
shopstewards who were driving the
opposltion and we needed to know who they
were'. And the same time, 14 pecple who

SA tabour Bulletin



VOLKSWAGEN

were strongly aftacking the union were
elected to sit on the commission.

The company was at irst very hostile to
1his commisston They feft they had the
upper hand because shanslgwards had
endorsed the idea of a new medical ad,
and they did not want 1o deal with an ad hoc
group ol workers.

The union, however, managed to
persuade management to co-operate with
the commission and to give commission
members time off with pay and transport for
the penod of Investigation It was also
agreed that shopstewards would continue
with their day-to-day tasks and the
commission would only deal with med:cal
ad 1ssues

The commuission set 1o work and
demanded information from each medical
aid so that members could make an
infermed compansen The union also
explained to the medical aid how their
selection had caused conflict.

The medical aid agreed to a jount
meeting with the union and management
and in this way the union managed to
change the batance of forces around the
company’s unilateral decision Al the
meeting the med.cal aid agreed to withdrav:
until workers had a proper chance to
discuss and make an informed decision

In this batanced and transparent manner
the union was able to diffuse the situation
and to bring the union oppesition on board
ina way The

therr allegations against the regronal
teadership many of which were without
substance and had ansen mainly out of
anger with the union’s lack of consultation
Members of the commussion a'so agreed
thal poliical differences must be neutralised
as this was not the main issue

Commiission findings

The commission agreed to recommend to
the general meeting that shopstewards be
suspended and those stewards responsible
for wnting the letter to management should
not be allowed to stand for re-election They
also agreed fo recommend that In future any
member calling for the suspension of union
subscriptions would be expelled from the
union

The union then held a five hour report-
back meeting with general membership
where all issues were thoroughly discussed
The ball was put back into the membership's
court, as Dantjies put it ‘We told them we
can't say which medical aid you must go
with That is your decision, it's for you to
assess now you have the information We
are merely here to normalise the situation
You must decide and give a mandate *

Once the union was agann talking wih
©ne voice It was possible for NUMSA 1o
declare a dispute with managemen| over
their unitateral implementation of the
medical aid. The company then withdrew
their decision and began a proper process

investigated all worker aliegations including

of over the tuture of the medical
aid.

apposition group emerged Richard Nruli,
an eaperienced NUMSA orgamiser on the
East Rand 2nd a former , has

and see that tlhus one has something,
wrong You must mosve fast as a

commented ‘There is jealousy amongst
-shopstewards themselves. I faced that It's
a hard job to bring them all the time
together That's why we met every week
There's 2 Sesotho expression ‘drtaba dit
mablong’ (in your face), you must look at
cach and everyone in the face and check

I 10 catch things before they
get worse!

Even duning the strike, management felt
that regional leadership did not come
forward rapidly enough For the first three
days of the strike NUMSA leadership were
afraid to come to the plant in Uttenhage
because of threats They wanted to meet
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management in Port Elizabeth and cited
the recent NUM worker killing of Mayise
as the reason for this Management felt that
the union lost the initiative by not
addressing workers at once,

AsVW's human resources director, Brian
Smith put it,'Maybe 600 of them would not
have gone on strike, those three days
allowed them to entrench their position by
getting workers to believe that NUMSA
leadership was corrupt, conteolled by the
ANC/SACR in bed with management.They
got the upper hand in the absence of clear
communication from the umon’

The delay in dealing with the Indlu
yeengwevu opposition may have been
partly to do with the NUMSA tradition of
allowing a wide range of opinions and
political views within the

Debate and discussion in union structures build organisation.

keeping all workers on board if it wants
members to fully understand and support
its policies. The union can no longer rely
on an external enemy to assist in the
creation of worker unity.And it is the
respoasibility of shopstewards to ensure
this happens. If it does not happen,
workers will test thelr union through
extreme action, and will only learn
through the bitter lesson of dismissal that:
D the union is after all there to represent
their interests;
Q and it is only through open discussion
‘within union structures that their
interests will be best served. %

Kally Forrest is the director of Umanyano
Media Service

“This has been one of the union's strengths.
But in 1990s, with the absence of o
common enemy of the 1980s (apartheid
and the Nationalist government), diversity
of opinion 1s harder to contain.

[n the future the union will have to
work harder at informing, educating and

Thanks to the following pecple for their
contributions to this article:

Peter Dantjles, Irvin Jim, Slumko Nedwangu,
Pelrus Nxumalo (NUMSA National Auto co-
ordinator) and Brian Smith and thanks for
other Informal discussions with union
members.
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Industry policy and
skills development

he expheit hnkang of industry

|] policy and shills development

policy is new in South Afriea

Traditionally the two concepts were
more or less separate In many industrics
today there is stll the firmly held belief
that the only people that really consutute
assets are those with high levels of
specalised skills These are the managers
and professionals who benchmark
themselves internanonally and are more
mobile than McDonald's! Its all about
demand and supply they tell us People
wath fewer shalls are in abundant supply,
not scarce at all Indeed, with the levels of
unemployment that we have in South
Africa, it is relauvely easy to drive the cost
of this abundant resource down ~'if you
don't want this job at this rate of pay, there
are others who do’

The trouble with this mindsct is that it
perpetuates the status quo There has been
alot of talk about cakes and pics and who
gets what share - but everyone agrees its
not just about sharing, 1t 1s also about size
We need a bigger cake but at the moment
the bakery just isn't big enough This is
where industry policy comes in We have
1o make plans to develop a bigger bakery.
«Of course there are plenty of ‘regulations
from the World Trade Organisation that
himit what you can do to develop your
bakery. But nevertheless there are still
things that can be done - and shalls
development is one of them

Adrienne Bivd argues that
skills developmment must be
linked to industrial strategy for
South Africa to develop and
become more productive,

Skills development can
Q contnibute to the development of new
industries,
Q help make existing ones more
profitable and competiuve,
Q help others find new niches.
How?Well, mther than discuss this in
abstract, I'll ook at the mining industry as
an example

Skills and the mining
industry

An embryontcindustry policy’ for the
mining industry was developed at the
Miming Summit 1n February 2000
Employcrs, umonists and government
officials reached consensus on a mnge of
new measures to grow the minung
industry wherever possible. They also
agreed that where job 1oss 1s unayoidable
they will develop alternatn es for those
who lose their jobs as a result of
restructuring

A key resolution that was passed deals
with skills development:
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For skills development

Q supporting and promoting
appropriate education and training;

through the provisit of
the Skills Development Act, the National
Qualifications Framework and the
Minung Qualifications Authority, the
of a skilled

capable of flexible deployment within
the sector and to ensure portability of
skills to other sectors in the economy
as a routine part of their employment.

Appropriate skills
For the purpose of this article, I assumed
that ‘appropriate skills' in the above
resolution, refers to the rest of the Mining
Summit Consensus It means those skills
that are needed to support the

measures is a skill question Credit, be it
fmicro or‘macro’ needs to be managed.

p will need itzes 10
improve their financial management skitls.
Entreprencurs need to identify, enter

into,and deliver on contracts
Entreprencurs who are new at the game
need to learn how to do these things in a
way which ensures that they walk away
with some profit in their pocket, but also
leave behind satisfied clients who will
consider contracting them again (and
workers willing to continue working for
them). This is no small feat in a climate
where there are a growing number of
competitors in the small-scale. mining
sector, The skills required are muiti-faceted
- rminging across the spectrum of

for

Q ‘mineral promotion, mineral
development and managing the impact
of cyclical volatility;

Q co-ordinated/integrated rural
development”

What docs this mean in practice? Let's

take three examples.The social partners to

the Mining Summit resolved to;

Q promote smatl-scale mining in South
Alrica;

Q link high productivity to an aggressive
marhketing strtegy;

Q pursue land rights as a key ingredient
for agricultural and other econonuc
development in rural areas as part of
integrated rurl development.

Promoting small-scale mining

A wide mnge of support measures are

required to promote smaikscate mining,

including:

Q access to micro-credit for
entreprencurs;

Q availability of viable contrcts;

@ mentorship and business support.

Underpinning each of these support

and p skills.

Mentorship and business support also
implies new skills. In the cut throat world
of economic survival there is normally
fittle room for one employer to support
another. If smali-scale mining is to flourish,
however, then the larger players will nced
to develop a new culture towards small-
scale operators more akin to that of a
supplier than that of a competitor.
Mentorship itself requires skills
development on the part of the mentor -
when and how to support and when to
stand back to ensure that independence
and not dependence is promoted,

In practice the ‘appropriate’ skill
strategy that underpins the commitment
ta support small-scale mining will also
have to take account of real constraints -
people have little time available and little
monty to pay Innovative delivery methods
will need to be designed which can be
accessed after hours at low cost to the
entreprencur.Who will pay and who will
undertake the development of these new
programmes? In terms of the Skills
D Act, it must principally be
the Mining Qualifications Authority (MQA)
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- the Sector Education and Training
Authonity (SETA) for the industry
Although funds may be accessed
from the National Skills Fund for
certain aspects of support to small,
aMcro enterpnses, L

Productivity and marketing
Another commitment of the
summit was inking high
productivity to an aggressive
marheting strategy Again there are
a multtude of skill questions
underpinning this statement There
are the shill questions associated
with“high productivity’as a target.
There are skill questions associated
with'an aggressive marketing
strategy ' Of course there are many
other dimensions wmvolving money,
world markets and the rest - but
Shills are 2 necessary, albeit not
sufficient condition for the success
of the strategy What shalls are
required?

Skills for hugh productivity are
mult layered and are very
dependent on the model of work
orgamisation beng used Flat or at least
flatter orgamisational structures require
higher fevels of shalls at the base - muiti-
shilling of team members and gher levels
of team management in the middle High
productivity strategics also require
exceptional senior management shills in
logistics, finance and other areas Skills
requirements are also closely related to
the technology being used

An aggressive markenng strategy
requires high level shalls on the part of
those who plan and implement such
strategies Many of these skills take a long
ume to develop and include academic
traning and extensis ¢ expenience in the
marketing arena

Again the question arises - who will

Retrenched workers need skills to find more work,

pay and who will plan these interventions?
Ulumately this 1s a matter that individual
mines will have to address - and the Skills
Development Act stimulates thus with the
ntroduction of a grant that can be claimed
from the MQA when
0 a skills development facilitator 15
wdentificd (grant A);
Q a workplace skills plan is subnutted
(grant B),
Qawort
(grant C)
However, the cost of developing
sufficient high lesel skills may exceed the
capacity of individual mines and hence the
MQA will need to eaplore opportumtics
for industry-wide collaboration Mines that
collaborate with such initiatnes could be

skalls plan 1s i
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with grant
(grant D). Mines could also be rewarded
for addressing the basic learning needs of
all miners (also grant D)

Economic development in rural areas
Skills are also cleacly a component of the
strategy to'pursue land rights as a key
ingredient for agricultural and other
cconomic development in rural arcas’ The
skills to negotiate and sccure the land
come first - this may require special
initatives for government officials, trade
union negotiators and mine management.
Once land has been secured, new farmers
need skills to productively use the land.
They need skills inked to tilling and
toiling’ and also management and
marketng

Mentoring of new farmers may be
needed SKill programmes need to be
casily accessible to farmers as they will
intially have limited resources and limited
time for such activities,

Again the question arises as to who will
pay and who will plan these activities This
ume, given that the skills arc ‘core business’
of other SETAs such as the Primary
Agriculture Education and Training Authority,
the MQA's role would be to link new
farmers to the SETAs and help secure the
resources for this initiative.

Flexibility and portability

‘The parties to the Mining Summit
recognise that retcenchments will
probably continuc¢ in the industry They ace
therefore concerned that the skills
acquired by miners and others should also
be recognised and useful outside the
industry. They hope that the new areas
that are grown through industry policy
interventions will provide employment
alternatives. However, where this docs not
happen, retrenchees should seek work
outside the industry.

‘This is no simple matter If jobs can be
found within an expanding mining
industry then people can be skilled into
these opportunities. The steps are straight
forward What is the opportunity? What
skills are needed to underpin success in
this new area? Select, train and place!
(Together with putting in other necessary
support measures other than training, for
example credit facilities etc.) This may be
an expensive and time-consuming exercise
but it is still do-able

But employment outside the mining,
industry requires that some other sector
has found growth opportunities and is
able to absorb retrenchees from mining
‘This is more difficult because many
sectors have expenenced retrenchments
themsclves and have their own queue of
retrenchees demanding first option on
new jobs But assuming such opportunitics
exist or can be created, then the steps
are the same as those described above.
The key in each case is that new
opportunities are identified and related
skills described.

When no new opportunity has been
identificd, then a problem exists. What
new skills are relevant? The Department of
Labour has learnt that simply developing
skills is no guarantee that a person will
find wvork. So in the event that no new

. ities have yet been identi
onc must wonder whether training is the
correct intervention The risk is essened
the higher the skill acquired - so ‘blind
skilling’ really only makes sense at the
tertiary level, Peter Fallon and Robert
Lucas found that ‘the probability of being
unemployed falls drastically from over 30%
to around 1% when workers with 14 years
of cducation arc compared with thosc
with 10 years'.

‘Trade unions have argued that in this
instance the miners facing retrenchment
shiould be given Adult Basic Education and
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An intelligent balance between generic and specialist learning is needed.

Ti 2 (ABET) Whilst thus is a realistic
call, st must be clear that this i no more
than a feundation on which additional
skills will have to be built once a new
opportunity is idenufied
On its own ABET - generally heavy on
Iiteracy and numeracy and light on
traning - does not prepare people for
work It prepares people to be able to
learn more effectively later.The T of
ABET depends on identified opportuntties
in which the skill 2cquired can be
pracused
The National Qualifications Framework
(NQF) 1s the most reliable means for
addressing the issues of portability. But
again some hard realities need 1o be faced
A qualification related 1o stoping and
«blasting - albeit registered on the NQF -
w1l not travel far as it is more or less
unique to mmning Skills travel only as far as
their scope of application The NQF can do
no more than ensure that they do indeed
travel their full potenual range by ensuring

that all contexts in which a skill 1s appled
are represented i the standard genemting
process

The more generic components of a
qualificaton will tend to have a wider
applicability and will tend to Iay a basis for
changing contexts into the future But
again a cost/benefit analysis wall be
needed here - the bigger the qualification
the further it will travel, but the longer it
will tzke to 2cquire and the more costly 1t
will be to deliver And while workers
consider themselves to be relatively
securely employed, they have hittle
incentive to exert the effort required to
learn the additional materal - particularly
if there are no direct wage or promouonal
benefits 10 be enjoyed i the shortterm
There are trade-offs to be made and these
can only be made 1 context

Sector Skills Plans
The Skills Development Act requures that
the newly established SETAs prepare
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Sector Skills Plans The preparation of

these plans can either.

Q describe the current skill environment
and loosely identify those occupations
that appear to be expanding and
declining according to market dictates,
or

Q they can become living and vital parts
of the plans that Sector Summits and
other ‘visions of the future’ create.

The first option will alvays be constrained

by the current market environment and

will, 1n general, not be able to provide i

stimulus for new growth However, the

second option apens the way for human
agency - this is where we realistically
want to be in five or so years time, and we
see that we don't yet have the skills we
necd for this strategically chosen option ~
so we had better get on with the business
of developing what we need.

For the SETA in the mining industry, the
MQA, a strategic skills plan could literally
take each item of the agreement reached
in the Mining Summit and analyse 1t from
the perspective of the skills needed for
success Implementation would entail
identifylng arcas of priority, implementing
agencies and resources.The Mining Sector
Skills Plan could be an aggregation of all of
these measures.

The Department of Tride and Industry,
in coll. with other is

when the time 1s right. So an intelligent
balance between generic and specialist
learning will be needed.

There is also the question of those high
level, specialised skills which were
mentioned in the opening paragraphs of
ths article. The labour pool of such skills is
simply not big enough in South Africa and
emigration is exacerbating the problem.
‘The lead time required to triin such
people in the traditional way forces one to
consider alternatives - and genuine career
pathing is one such alternative
(immigration is another)

In addition to the traditional learning
pathways for such people, perhaps they
can be 'grown’ from within industries by
enabling craft equivalent skilled workers
to become paraprofessionals and

to become
in more meaningful ways.

The new learnership system could be
used to facilitate these new learning
pathways This needs to be a strategy at
industry level, as it is unlikely that a single
employer could alone affect the size of the
skills pool.

There is, however, a clear responsibility
for Industries to signal such strategic
shortages (either directly as in the past or
through their Sector Skills Plans in futurc)
1o tertiary institutions. Together with

helping to facilitate Sector Summits across
a wide rnge of industries These will
provide an 1deal anchor for strategic skills
plans in the future.

Conclusion

No amount of planming can enable us to
see cleacly into the future. Increased
emphasis on more generd learmng is the
best path 1o follow in times of very radical
and unpredictable change - but this
increases preparedness to learn, not skitled
application which will nced to be added

gov \ should support
such signals with targeted funding for
traditional students as well as those that
have the poteatial within the industry
itself. '

‘Without competent people, neswv

ies for ivity e

small business promotion and
development will flounder. It is as simple
as that, *

Adrienne Bird Is the Chief Director:
Lmployment and Skills Development
Services, Department of Labour.
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Heita SETA

an introduction

Bulletin: What legislation gorerns the
establishent of Sector Education and
Training Authorities (SLTAs)?

Morotoba: The legi g p the
SCTAs 1s the SKills Development At (SDA),
97 of 1998 and the Shills Devel g

Etienne Viok interviews Sam
Morotoba, executive officer of
the National Skills Authority,
on the establishment of SETAs.

Levies Act (SDIAY, 9 of 1999 Before,
(raming was governed by the Manpower
Truning Act of 1981 and employ ment
senices were governed by the Career
Guidance and Placement Act of 1981. Both
these acts have been repealed wath the
mntroduction of the rwo new acts

Bulletin: Wy was 1t necessary to change
Jrom midustry trainng boards (ITBs) to
SETAs?

Morotoba: Tirstly, the 33 ITBs corered a
narrow industry scope as they were
established along industry lines Secondly,
the establishment of ITBs was likely 10
conunue rapidly and we could have ended
with 100 to 150 [TBs Thirdly, there was a
lack of co-ordination and a serious amount
of dupheation amongst ITBs Fourthly,
most ITBs” scope of training coverage was
narrow as they focused mamly on artisans
Fifthly, South African Qualifications
Authority (SAQA) legislation determines
that a disuncuon should exist between
trunung provision and quality assurance
Some JTBs were setting standards,
providing training and conducting quality

assurance Srxthly, the ITBs were not overly
representative, with most only recently
including employ ees on their boards
Seventhly, government departments werc

not participatng n the actwities of the
JTBs and we wanted to ensure that a
partnership exmts between the public and
prvate sectors

Bulle Hout does the National Skills
Authority (NSA) relate to SETAs and howe s
that different to bow the National Training
Board (NTB) refated to the ITBs?

Morotoba: The relationship between the
NTB and ITBs was never tightly defined in
the legislation The NTB neser had formal
meetings with ITBs although it provided
advice to the minister on matters relatng
to apprentices and ITB levies The SETA-
NSA relationship is defined 1n terms of the
SDA the NSA 15 required to lisse with
SETAs on policy, strategy and

i

plementation. Because the NSA will
advise the munister on policy it wili have
to interact with the SETAs as ats advce wall
be based on information from the STTAs
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Sam Morotaba of the NSA.

Bulletin: How will SETAs operate?

Morotoba: Each SETA will consist of a
board or council elected from employers,
employees, the relevant government
department, professional bodies and the
bargaining council. It will have a staff
complement as proposed in the SETA
business plan,a CEO,a head office and
provincial offices. SETAs will do skills
i develop sector
implement skills development policy; and
design, regsster and manage learnerships
in their sectors They will play a major role
in assuning quality of learning and
of funds to emp; who

comply with the triining grants guidelines
SETAs will also linisc with the NSA on
policy matters relevant to their sector.
They will provide information to

services c:

take most ITB functions to ensure a
smooth transition.

Bulletin: To whon are the SETAs
accountable?

Morotoba: A SETA council or board is
primanly accountable to the
constituencies in its sector. SETAS are also
accountable to parliament via the Minister
of Labour.

Bulletin: How will the SET:As set up skills
profiles?

Morotoba: The Skills Development
Planning Unit (SDPU) was established in
the Department of Labour to assist SETAs
to develop sector skills profiles, It has
devcloped standards and trining materials
for the training of Skills Development
Facilitators (SDFs). The SDFs will assist
companics to develop company plans and
also assist them in submitting such plans
to the SETAs for consolidation.

Bulletin: Should SETAs ensure that
training takes place or do training
themselves?

Morotoba: Contrary to the ITBs, SETAs
will not provide training, but they will play
a major role in assuring quality learning
SETAs will design learnerships aimed at

ing the
system. Because of the abolition of ITBs,
some SETAs may ¢nd up with a training
function as they have inherited this
function from the ITBs. The Act requires
SAQA to accredit SETAs to perform the
quality assurance function, Before
accreditation, SETAs will have to relinquish

retrel ents and trining
They will also produce reports and
databases In the interim SETAs will also

learning provision responsibilitics. SETAs
will advise NSBs on qualifications and

its to I in
the standard gencrating bodies’ processes.
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Bulletin: SETAs arc required by law to
perform education and taining quality
assurance (ETQ 1) What does this mean?

Morotoba: A SETA is responsible for
cnsuring that education and truning
provided to learners within its sector is of
good quality and 1 relevant to the sector
They are also responsible for ensuning that
programmes meet standards and that
ceruficates are 1ssued on the achicvement
of approprate credits SETAs will ensure
that educators are properly quahficd,
confirm that the education and training 15
1n ine wath the standards set by SAQA, and
TERISTET ASSCSSOTS

Once a SETA 18 established it will have
18 months 10 be accredied in terms of the
SAQA Act As a transitional measure, SETAs
wall assume responsibility over ITB quality
assurance obligations or request SAQA to
oversee that function

When it has recerved the quality
assurance status from SAQA, the SETA will
be able 10 perform quahity assurance and
accredit industry and private centres to
provide training

SETAs will guarantee the quality of traming that learners receive

The SAQA regulations state that quality
assurance badies will be established in
three sectors the education, socual and
economic sectors To ensure quality m all
learming, SETAs will have to interact with
both the social sectors and education
sector

Buletin: Who wall be on the SETAs”
boards?

Morotoba; The Act specifies that in terms
of composition there must be equal
representation for emiployers and
employees It also makes provision for the
relevant government department to be on
the board where appropnate

The other stakeholders on the hoard
are | bodies and i
councils Lastly, the SETAs can
accommodate NGOs and wnterest groups
on special sub-committees or chambers
Voting will be governed by the
constitutions of the SETAs

Bulletin: How will the different
constituencres’ voles differ in the SETAs?
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Morotoba: The constituencies’ interests
will determine their roles. They will want
to ensure that the SETA addresses their
specific interests For example, the trade
unions will want the learning to empower
their to help the move
up grading systems; and to increasc the
members’ mobility between workplaces
and industries

Business will want returns on their

a
which can produce quality products or
provide good service; and skilled workers
to assist them 1o become more productive
and competitive. Government will want
the standards to meet national
benchmarks and the qualifications issued
to be based on national set credits. Tt will
also want education and truning to
contribute to the development of the
economy 50 as to attract forcign
investment and create jobs. A shilled
nation will reduce the burden on the state
because people can create their own jobs
and will therefore not be looking for
somebody to employ them, This will
increase the tax base,

Also, if less people are dependant on
the state, the revenue will increase.The
NGOs will continue to sensitise SETAs to
1ssues which affect groups such as people
with disabilities, people in rural arcas,
different age groupings and SMMEs,
Professional bodies will want to maintain
certain ethics in their professions, ensure
itis held in high esteem; keep a register of
the people in the field; and ensure good
conduct in that profession

Bulletin: Houw will the SET:s be funded?

Morotoba: The SETAs wlll be funded
using part of the 0,5% of payroll levy paid
by employcrs. The South African Revenue
service (SARS) will collect the levy from
all employers eligible to pay the levy every

month. Eighty percent of the total levy
collected within the sector will be
transferred to the SETAs

The SETAs may not use more than 20%
of the total money transferred to them for
administration and an additional 10% for

costs.The i 50%

will be distributed back to employers if
they adhere to certain conditions. SARS
will transfer the other 20% to the National
Skills Fund (NSF) to assist in financing
national priority programmes.A SETA or a
company under a SETA can still get 2
poruon of the NSF money if it undertakes
programmes for special interest groups,
such as people with disabilities.

Bulletin: How will a learner benefit from
a SETA?

Morotoba: The quality of the training the
learner receives will be guaranteed; the
qualification will empower the learner to
enter the labour market; during the
process of learning the learner will be
protected from being used as cheap
labour, and the fearner will benefit
through minis
At the end of the programme the learner
will have the necessary work experience
to enter formal or selfemployment.

Bulletin: Will SETAs benefit not only

those in formal employment but also the
and those in

employment?

Morotoba: SETAs are certainly not meant
for people in formal employment only.
‘While the formal sector is likely to remain
their primary focus, incentives were
established through the NSF to focus on
target groups The different constituencies
in a SETA have an equal responsibility to
ensure that their board addresses the
nceds of those marginal sectors, The
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Department of Labour and other
donors’ funds would be used effectncly
to provide additional incentives also
beheve that incentives in the form of
competitions and awards to the best
SETA with programmes for the
unemployed and those in SMMEs,
would assist in changing the focus One

cannot completely rule out using —-—
coercive measures as a last resort in the
Light of continued disregard to these -

groups’ interests -

Bulletin: Will the SETAs be corerig the
most eulnerable workers especially
Sarm and domestic workers?

Morotoba: Some farmworkers wafl falt
under the Primary and Secondary
Agncultural SETAs. Some domestic
workers in cleaning industries are to

fall under the Services SETA The
question of thear vulnerability cannot

be solved by the SDA only That v why
we rely on the BCEA, other government
department incentives, the strength and
organisation of the unions n that sector
and the employ ers’ commutment to shalls
davelopment Most farmworkers and
domestic workers will benefit from
truning programmes funded by the NST
because their employers are likely to be
below the threshold of R250 000 payroll

SETAs are not only for people in farmal
employment

be happy to see SETAs having contributed
towards nsing productivity and employ ment
levels The over<dependence on the state will
decrease because we will have ctizens who
are selfemployed and not loohing at the
state for job creation We have raw
materals but our shalls have been

perannum. Such T arc

from paying the levies

Bulletin: What do you want to see front
SLTAs in five years tine?

Sorotoba: | would want 1o see South Africa
being rated very high in the World
Competitiveness Report in terms of the
avalability of skilled labour and

competitiy eness. This will ensure

prospectine investors are certain about the
Ievels of skills we have in this country I'will

o p out of
1t When [ see the amount of raw materials
being processed locally increase because
of the abundance of skills then I will know
we are making a duference to the majority
of our population T will be happy to sce
the majority of employers 1n our country
belund their SETA flag saying ‘we can’. [
will be happy to see individuals in self
employment schemes saying'I can, I made
1t because of a2 SETA". Only then will |
know that we are making a difference to
the majonty of our people  *
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Prior Learning

what and why

ecognition of Prior Learning (RPL)
Ris critical for achieving the labour

movement's objectives on the new
education and training system COSATU
has consistently argued that RPL is critical
to ensure redress and that workers are
able to pain recognition for the skills and
knowledge they gained through years of
experience.

RPL is a key component of the
of the Equity

Act and the Skills Development Act.
However, we have found that many
difficulties arise in implementing RPL
processes and there is a danger that our
objectives for RPL will not be achieved.
For this reason COSATU has a

Trade unions bave consistently
argued for Recognition of Prior
Learning (RPL). Carmel
Marock outlines and gives
motivations for COSATU’s
policy and guidelines on RPL.

RPL’s importance

It is easy to see why the union movement
should support RPL activities. RPL is vital
for a number of reasons and contributes
to.

o "

policy and guidelnes to inform the way in
which RPL is undertaken at the

QO validating people’s skills and knowledge
(credits towards a qualification - ie

workplace. accreditation);

. Q the broader development of individuals
What is RPL? G of
RPL is a process to give people lifelong learning and access to
recognition for the skills and and 3

that they already have, but which have not
been formally recognised. It gives formal
credit for learning through experience,
whethier that learning happened in a
course, in work, or in life.

‘The RPL assesses people against
the same standards and therefore gives
equal credit to the knowledge and skills
gained through experience and those
gained through formal education and
training

Q access to jobs and progression in carcer
paths;
Q recognition in terms of i‘,mdlng and pay;
Q planning (skills audits, education and
training, career paths, change process);
Q resteucturing the workplace;
O democratising and transforming.
ion and training
In 1995 and 1996 a number of RPL pilots
took place in industry, and carly rumblings
indicated that RPL may not alsays achieve
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the results that we would fike. For this
reason, the COSATU Participatory
Research Unit (PRU) imtiated a
participatory research process in August
1996

The research focused on the pilots in
the auto and mining sectors There was
alo some research carried out i the
hospitality and construction industrics
Through this research, we were able to
understand the problems that can arise
during RPL processes These issues were
discussed in different COSATU fora and a
RPL policy emerged

RPL's purposes
‘Nothing bas bappened because of RPL,
no payment increase, no training’ (Auto
worker)

‘We are not really sure if there bas
been an RPL process - we were asked
questions but are not sure what bas
bappened with this or what it was for'
(Hospitality worker)

A hey concern that arose across all the
piots was that workers were unclear
about the purpose of the RPL exercise.
While management stated that they had
wanted a shills audit of workers in the
company, workers had expected to be
regraded (and receive higher pay) after the
RPL process They also thought that they
would have access to further education
and traning

These different percepuions lead to
high levels of frustration and tension. In
many cases workers were not

clearly defined and agreed,

QO RPL must be deliberately designed and
implemented to meet ats agreed
purposes,

@ RPL must be linked to other relevant
processes, such as education and
training, accreditation ete, so that it can
meet 1ts purposes

Methods and principles
‘What does the colour yellow miean to
Jou? (Assessment question in an auto
plant)

Workers rused a number of concerns
about the relevance and fairess of the
assessment methods and tools One
example is when the assessor asked
workers what the colour yellow meant to
them. Of course there were a range of
answers - however the ‘correct’ answer
was that yellow indicates that an area is
hazardous. Other workers raised concerns
about the fact that they were asked to
write down the procedure for carrying out
certain activitics

‘Workers argued that they would be able
to demonstrate the activity and explan it,
but had difficulties in trying to write down
the steps in an abstract context Try
writing down for somebody how to nde a
bicycle - itis far easter demonstrating this
and explamning the steps while you are
doing 1t

These questions highlight the problems
that can occur if the assessment methods
and tools are not fair, and there is no clear

as to how should

about their results, or as in the case of the
mining industry, they were informed very
late This vacuum following the RPL
pracess, lead to considerable
disillusionment with RPL and workers
«xpressed doubts about its value.

Key principles that emerge from these
eXperiences are that.
Q the purposes of an RPL process must be

be undertaken Principles that emerged

from this are that assessment methods

should

Q be accessible and appropriate for the
learning which 1s being assessed,

Q be appropriate for the ways that the
learning is used,

O be appropriate for the level and context
of the assessment;
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Q be transparent, valid, fair, reliable,
relevant and developmental;

0O be selected openly;

Q not use language and written
requirements unnccessarily,

0 altow people to show their knowledge
and skills and not put barriers in their

way; .
O not be biased against particular groups
of people,

0 be cost-effective (This must be
regulated, through for example, using
tme frames It should not be the over-
riding principle.);

Q be hnked with appropmate support for
candidates

Language

Many workers felt that they were being

assessed in a language that they were not

most fluent in and that this biased the

results. The following principles therefore

emerged:

O Candidates must be assessed in the
language of their choice

O Assessors must be able to communicate
n the chosen by dacl:

been adapted from the Australian
standards and assumed that workers were
multi-skilled. Workers also argued that the
communication standards related to the
school syllabus and did not assess the
manner in which people communicate in
their working life.Thus through using
inappropriate standards, the RPL served to
assess what people did not know rather
than what they did know.This undermines
the rationale for RPL, and highlights the
importance of using relevant standards in
the RPL process. Key principles that
emerge are that the unit standards used for
RPL must:
QO validate workers’ knowledge and skills;
O reflect how workers’ knowledge and
skills are gained;
Q reflect how workers' knowledge and
skills are used,
Q be jointly agreed by the stakeholders;
Q be relevant to workers’ contexts and
experiences,
Q be approved by SAQA
However, the area of unit standards is a
contentious one. While we agree that unit
should be written to descnibe

DO Equal starus must be given to all
languages at all levels

Q RPL must be available to people who
use sign language.

Unit standards

‘The assessment did not assess me
agafnst what I knetw but asked me about
things I bad not done before! (Auto
uoiker)

“Ihe standards were schoolish and did
not ielaie to the communication that we
nuse iy the mines! (Miner)

A concern that emerged was that
workers were not always assessed In terms
of thelr experlence, but were assessed
agunst Jards that had been I

svhat we think people should know and
be able to do, they should also be written
to describe what we want for the future.
This might be different to what people
have had the opportunity to learn, The
unit standards must be the same for both
RPL and other forms of asscssment and
these competing requirements create a
real tension. We therefore emphasise that
candidates must be able to access further
learning opportunities so that they can
close any gaps that are identified through
RPL.

The construction project, which was
targeted at the unemployed, could not
provide a list of candidates that were

n other contexts In the case of the auto
standards. these were standards that had

Nor were there opportunities
for thesc candlidates to access further
training to enable them to attain the
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standard or quahficatton This is a crucil
aspect of RPLef 1t 1s to play a
developmental role The sectorl and skabls
plans are important mechanssms to
facilitate thus in the future, and the
approprate inkages between these
instruments need to be found

Support systems

We did not know what the RPL process
was abont or why we bad to do it*
Mincworkery

In many cases worhers were unclear
about the purpose of RPL and w hat was
expected of them Workers were not clear
as 1o which standards they would be
assessed aganst, and there were concerns
that RPL was racist i that, in the case of
the mineworkers, it was primanly black
workers that were involved in the RPL
exercise. In the case of the mineworkers,

Unit standards must reflect how workers’ knowledge and skilis are used

the RPL process involved an exam as well
as a projeet
Workers were not all aware that they
were required to undertahe the project,
and expected that once they had
completed the exam they could be
assessed There was alvo no support for
workers to assist them in carrying out the
project - this related both to assstance
with the project as well as practical
arrangements such as time off to carry out
the project

Principles that flow ed out of these
concerns include

) RPL must include strong support
mechanisms for all involved
(c. .

Q support includes transparent
communication at all levels and all
stakeholders must play a role 1 this
communication strategy,
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Q RPL must be affirming and
developmental;

Q support services should be available
during paid time off work

Assessors

Where there were shopstewards involved

we could trust the process and it was

JSawrer’ (Worker)

Generally workers argued that the
process was fairer when shopsteseards
were present during the assessment
process. They also felt that it was
i that the
the context in which the assessment took
place. Key principles that emerged
include:

O assessors must be well-trained and
affirming of candidates;

0 assessors should include union
representatives in their capacity as
accredited assessors;

Q assessors should come from all levels;

Q assessors and any assessment agency
must be accredited by SAQA;

3 a monitor should be present at every
assessment to make sure that the
process is fair,

Q assessors should be trained within a
context, in order to build capacity in
that context;

Q the sclection of assessors should
happen by the joint structures

Managing an RPL process

RPL must involve the unton to ensure that

the labour movement's objectives are

pursued and met,
The following principles should guide

an RPL process:

Q RPL should be jointly managed by the
employer and the union;

O there must be joint control of budgets
for R'L;

0O joint management shouk! happen
through poserful joint structures at all

levels;

Q real power and decision-making must
lie with joint structures;

a on joint must

be properly trained and supported to
fulfil their role;

A joint structures for RPL processcs
should have clear relationships to
national, industry and local education
and training structures;

QO RPL must be designed and
implemented to meet mass demand.
This could mean on-going provision of
a quality service.

RPL agreement

RPL agreements between unions and
companies should be guided by the
following principles:

Q RPL should be available to all;

Q participation in an RPL process must be
voluntary and individuals must be given
the appropriate support to choose
whether or not they want to
participate;

Q RPL must not be used to downgrade a
‘worker;

Q there must be no loss of benefits as a

result of RPL. (RPL should not be used

to negatively affect any individual's
work position, grading or pay. The trade
union must monitor RPL to make sure
there are no negative effects on
candidates);

an individual person can be assessed

through RPL for certain purposcs. If he/

she is found competent in the skills
assessed, he/she should not have to be
reassessed;

QO RPL should be available all the time for
people who want to be RPLd.

[u]

Finance for RPL

RPL wili have scveral costs associated
which will require funding, including:
Q various support services;
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Q assessment processes,

QT smtable and accessible
1enues for prepartion
and assessment,

3 transport for
candidates,

3 ume for workers to
attend RPL processes,

Q trmming of assessors.

There must also be
<ufficient resources to
meet RPL demand over
ume.

RPL linked to education
and truning could
contnbute to sigmificant
increases in productivity,
from which the employers
wall benefit RPL can
¢nable training to be more
costeffective because st
helps avord unnecessary
retruning

It can also provide a
costeffective shills audit
and training needs
analysis for employers For
all of these reasons,
employers must provide
significant proportions of
the funds for RPL

Much of this funding will be dmwn
from the monies paid to the shalls levy
However, there may need 10 be other
monies allocated to this activity In
addntion, government (through the
Nauonal Skills Fund) could il

RPL could contribute to increases in productivity.

0 using standards that are registered with
the NQL

Government support could wmnclude

creatng, financing and mamntaining this

enabling environment

Conclusion

towards RPL for the unemployed and
those people participating in emp

There are still many issues that need to be

creation projects State provision of RPL
.services could add to those provided by
the employers
Nauonal validation for RPL processes
must be guned through
O ink 10 5AQA and relevant Education
and Training Quality Assurers,

relating 1o RPL processes
However, we must attempt to implement
the above model and continue to evaluate
its impact and the extent to which it
meets worhers’ needs.

Carmel Marack Is COSATU's national
and training
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focus: skills development

Strategic plahning

contributing to skills development

he public and the media have
tended to focus on the new levy
that employers have to pay from

1 April for shills development. This is to
some extent iate, as is

Ian Macun examines what
kind of planning will be most
appropriate for skills

taking money from employers and
returning some of this money, via the
Sector Education and Training Authorities
(SETAs), to be used for skills development
in enterprises.

The levy/grant system raises important
issues of efficiency, transparency and
accountability of government and the
SETAs. But there are a number of other key
dimensions to the new skills development
strategy contained in the Skills
Development Act, 97 of 1998 and the Skills
Development Levies Act, 9 of 1999 One of
these is skills planning or strategic
planning for skills development

The Skills Development Act introduces
strategic planning in four ways.

National Skills Development Strategy
‘The Skills Development Act refers to a
National Skills Development Strategy
(NSDS). One of the functions of the
Natlonal $kills Authority (NSA) is advising
the Minister of Labour on a natienal
strategy. The role of the NSDS is to provide
a broad frimework within which skills
development is to take place. It is likely
that this strategy will identify a serics of
objectives which are intended to guide
strategic planning for skills development.

I ot in South Africa.

Sector Skills Plans

‘The Act refers to the Sector Skills Plans
(SSPs). SETAs arc responsible for SSPs.
SETAs must draw up their plans, submit
them to the Department of Labour and
receive grant payments partly on the basis
of their plans

Approving workplace skills plans
The Act makes a passing reference to
SETAs having to approve workplace skills
plans.This aspect has been further
claborated in a recent regulation dealing
with the way in which grants are to be

i back to indivi i

Skills Development Planning Unit
Lastly, the Act requires the establishment
of a Skills Development Planning Unit
within the Department of Labour. The Unit
has to, among other things, assist in
developing a NSDS and liaise with SETAs
regarding their SSPs.The Skills
Development Planning Unit was
established in June 1999 and Is now
playing an active role in supporting the
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PLANNING

above three dimenstons of sirategic
planning for skills des clopment

What is skills planning?

The trachtional notion of planmng 1s that
of manpower planning which was used
after World War 11 to guide public sector
traning expenditure.

Manposwer planning remains popular in
many dexcloping and in some developed
countries and has, until recently, been
promoted by the World Bank The

jue most with
is that of r
l‘cquu’LmeﬂlS forecasting This is a
c i for de i

labour requirements and educational
outputs of an economy
Inits crudest form, It

term in mind,

Q monitor a broader range of ‘signals’
indicating change 1in demand and
supply of skill, for example, movements
m wages and employment,

Q analyse the returns to investments in
education and traning

The new methods have also dropped the

term ‘manpower’ This is not only n

response to feminist cnnque but also for

the in

plannung to focus narrowly on Inghcr

level manpower’ The view was that

persons with less than a umiversity
education were in abundant supply and
there was therefore no need to plan for
them Current planming techniques focus
on the labour force as a whole, including

the i

based on forecasting would translate into a
situation where, say, 1 000 clectnical
engineers would be produced in the year
2002 and would somehow be made to fill
1000 clectacal engineenng slots and stay
10 those jobs unul 2042 or unul the end of
their productive i
The problems of manpower planning
are well established It operates on the
assumption of a relatively static labour
market and fixed

In short, skills planning has ¢volved
from manpower planning to a broader
range of techmques that focus on labour
market trends and their implcations for
education and training The focus on
information remains important, although
the sources and techmques have changed
The focus on planming remains relevant,
although still contested Some would place
more emphasts on momtoring the

economic output, labour demand and the
level of education Forecasting also runs
mlu problems 1 relation to the
of o«
These requirements are often complex
and dynamic and do not correspond in a
i} ward way to
qualifications
In response to these problems, new

* methods of planning have been developed

that place more emphasts on*policy’,

‘libour market analysis” or ‘labour market

signalling’. These techniques are more

modest They:

2 focus more on short-term and medium-
term changes while heeping the long-

and trends in the labour market,
while others would recognise the
importance of inter entions that
anticipate changes in the market

What’s appropriate for SA?
The new shills development strategy 1s
only beginning to be implemented 1n
South Africa Exactly what hund of
plannmng will be most successful in
furthering the aims of the Skills
Development Act will be an evolving
process that will require refinement over
time

Grven its newness, the key funcuons of
strategic planning may be viewed in
relation to the following areas.
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FOCUS: SKILLS DEVELOPMENT

Management tool

Formulating a national strategy, a sector
plan or a workplace shalls plan can
provide an organisation and its
stakeholders with a sense of direction. It
sets objectives and outcomes that an
organisation can pursue. It also sets.
measures against which people and
organisations can account.

An important element of planning as a
management tool is the way in which
plans intersect with broader policies and/
or business plans. If pursued successfully,
skills should bute to

for si i iorities, but
also for allocating resources effectively
and in a way that avoids duplication or
wasteful expenditure.

The role of the SSPs that SETAs have to
develop will be particularly important for
allocating resources and ensuring
improved national co-ordination in skills
development.

Future focies
Skills planning should ensure that all those
involved in skills development, whether an

improved national, sectoral and enterprise
performance by placing people and their

development at the centre of macro polu:y
and enterprise strategy. This is

oran ion and training
provider, think ahead and make decisions
based on information about likely market
trends. In many areas of skill, for example,
motor clerical work or

in national policy, for example, in the RDP
and in the Minister of Labour's 15 point
plan.

A business plan should be the starting,
point for a workplace skills plan at
enterpnse level. In other words, pood
planning moves from the position of
where the organisation wants to be in the
future, to addressing the kinds of shill
development initiatives needed to achieve
those goals

Tool for co-ordination

Planning for skills development provides a

tool for co-ordinating initiatives at

different levels of the system,

Co-ordination becomes increasingly

important as the different institutions

invelved in skills development become

operational and begin to impact on skills

development. Co-ordination will be

necessary between:

Q government departments;

0 SETAs' plans and government polici

O SETAs themselves;

Q SETAs and other industry and
professional assoclations

In this context, planning provides a

plumbing, the training process has a
relatively short cycle.

1n these cases, market forces should
provide an adequate solution to issues of
demand and supply. But in other areas of
skill, forward planning is essential.

As de Moura Castro points out:'It takes
ten years to prepare a nuclear engincer, on
top of the time required to create and
develop the teaching programmes that
provide the training.A country that has to
wait for the salaries of nuclear enginecers
to shoot up before deciding on the
creation of training facilities would be in
trouble. Occupations with long trzining
cycles need decisions taken ahead of time!
(1991, 471-2)

Similarly, skills development initiatives
that attempt 1o enhance the opportunities
of the more vulnerable, such as, domestic
workers and the unemployed, also require
forward planning.

In short, the future focus in skills
planning remains important for different
scgments of the labour force, to anticipate
market trends and to target interventions
that maximise opportuaities for the more
vulnerable,
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PLANNING

Traditional manpower planning did not focus on the labour force as a whole.

A sonrce of information

Strategic planning clearly requires
information of the best quality possible
Information will be required to establish

demand for particular skalls across the
economy In this way, the prospects of job
secunty and access 1o jobs is maximised
For this principle to be borne out 1n

strategic learning prionties in

sectors of the cconomy and regions of the
country Information will be necessary to
monitor and evaluate investments in
truning and education. But planning wall
also generate information, from
enterprises to sectors and from sectors 10

- government and other national
insututions

One of the principles underlying the

new shalls deselopment strategy is that it
should be demand fed - that is, training
should (as far as possible) be drven by

practice, about what skills are
required at the local and sectoral level wall
be crucial. So will informanon about
growih opportunities Given the difficulty
of obtaining such information from
existing sources, planning will have to
— A

through vanious techniques and from
various sources

In terms of the above areas, it is
possible ta view strategic planning as
being implemented with 2 number of
limited goals Strategic planning should be
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FOCUS: SKILLS DEVELOPMENT

used to focus an organisation on key
priorities and ways in which skills
development can assist in achieving these

(e asa

tool).

Government, national institutions, such
as the NSA and SETAs, are likely to use
planning to ensure greater co-orcdhnation,
at least in relation to the allocation of

In time, the
dimension will undoubtedly become more
important as the priorities of sectors and
enterprises become clearer.

The future focus of planning and the
information aspects of planning are very
likely to develop over time Initially some
emphasts on these areas is appropriate,
but building a solid information base and
the ability to forecast trajectories for skill
development will take time. In the early
Iife of the skill development strategy, these
areas are likely to be treated with
Hexibility and with a reasonable dose of
pragmatism

K for trade
Trade unjons are affected by the
introduction of strategic planning as
employers and as stakeholders in
enterprises, SETAs and national
institutions,

As employers, trade unions will he
expected to pay the levy, to appoint a
skills development facilitator and to
undertake a skills plan for their staff. In
this way, unions will not only be able to
claim their grants, but will have to plan for
staff development like any other
organisation

As stakeholders in enterprises and
SCTAs, trade union members and
representatives will play an important role
in influencing the Workplace Skills Plans
and Sector Skills Plan and the prioritics for
skills development in both plans.As
already indicated, these prioritics shoutd

flow from the challenges facing a
particular sector (or enterprise) and the
education and training required to meet
these challenges.

Priorities should not be shaped by the
particular interests of either management
or labour, but by their joint interest in
economic growth, job creation and
improved performance.

‘The major union federations are
represented in the NSA and have been
participating in formulating the first NSDS.
Once the strategy is launched, it will be up
to the federations and their affiliates to use
it to promote creative initiatives and
debate around skills development.

Conclusion
Planning for skills development should not
be a top dawn exercise, Although national
policy and strategy is necessary to signal
priorities and to ensure alignment with
other policies, it is only part of a process.

An effective planning cycle will base
itself on inputs ‘from below’ - from the
workplace skills plans which influence
SSPs, which in turn shape national
steategies. The national strategy in turn
influences the sector and the workplace -
the'top down’ element. It will cleatly take
ume for this cycle to work effectively and
fulfil the functions identified It will also
require the active participation of all

k in the i
management, full-time workers and those
on short-term contracts and in flexible
work arrangements, % ‘

References

De Moura Castro, C 1991. In defence of planning
(but only up to a point) International Labour
Review, 130 (4)

Tan Macun is the Director of the Skills
Development Planning Untt, Department of
Labour

a2

SA Labour Builetin



Wits 2001

briefing

7'estructu7~ing and retrenchiments :

he ongoing restructuring of state
ssets has its echo in the tertiary
I sector. w hich employ s about
60 000 people The trend over the last five
years has been for universitics and
technikons to commercialise their
operations, sub-contract out ‘non-core’
activitics, and downsize worhers and
academics
The latest unversity affected s the

Unseraty of the Winwatersrand (Wits),
where the unnersity counal deaded, in
February 2000, to outsource departments
dealing with bulding care, catenng, cleaning,
grounds, maintenance, and transport This
has put over GO jobs on the hine. This 15 part
of the "Wits 2001 restructunng plan

Downsizing education
Working conditions in the affected
departments wiall plummet as outsourcing
bnng in i
replacement workers on a low-wage,
mmimal-benefits basis Wits management
hopes 1o complete the process of turning
secure public sector jobs mnto flexsble
cheap labour employment by June 2000 It
ums 1o save over R30-million in five years
through outsourcing
- But the dnve to outsource 1s also about
changing the balance of forces in the
umversity Outsourcing is a direct threat to
the militant local branch of NEHAWU,
svhose membership is most affected.
Wits 2001 also affects academics

by Lucien van der Wall

1 over i
wll follow in September

The market university

Wits' restructunng 1s often presented as a
desperate attemipt to restructure in the face
of declnmng revenue due to falling state

bsidies and ing student

But Wits 2001 15 not just a cost-cutting
exercise Itas also about redefining the
nature of tertiary educauon away from
public education towards a market-driven
umversity centred on profit generation,
and an onentation towards serving the
needs of business and government ehites
The vicums are scores of working people
and students from worhung class
bachgrounds

Wits 2001 cannot be understood
outside of the context of the ANC-led
government's neo-liberal GEAR strategy

It pushes for ‘reductions in
subsidisauion’ for and ‘greater private
sector involvement'in higher educaton.
(Wus'income from gosvernment has fallen
by 30° 1n the last five years ) However,
whetherWits 2001 will succeed 1n the
face of determined oppositon by
organised labour and sections of the
academics and students remains to be
seen. %
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Practising in parallel

not the best practice

ducation and training around HIV

and AIDS are becoming buzz

concepts in major corporate
boardrooms around South Africa Speak to
many human resource or employee

i about priorities for
the coming years and there is hittle doubt
HIV/AIDS will at least be on the agenda, if
not at the top of the hst.

Different companies have varying
strategies for HIV/AIDS intervention
within their particular environments.
Some focus on awareness campaigns,

i factual or i

and dispensing condoms; others go further
and incorporate peer education and
training, and aggressive prevention
campaigns into their human resource and
health and safety plans.

So what makes a good HIV/AIDS
workplace intervention programme? One
company that believes it has some

Andrea Meeson and Tanya
van Meelis explore how
HIV/AIDS is being tackled at
Eskom.

Development-southern Africa. The best
practice series provides examples and
guidelines for intervention and response
to the growing problem of HIV/AIDS in
the South African workplace.

‘The series highlights the work of a
number of organisations Taken at face
value, the series suggests that positive
initiatives are running in both the non-

(NGO) and
sectors with high rates of success.

In the case of Eskom, the company's
successes have received international
attention. The International Labour

answers to that question is the y

utility Eskom, one of the five largest
clectricity supply companies in the world,
and employcr to over 37 500 people
across South Africa,

In late 1999 Eskom's strategic initiatives
around AIDS were highlighted in the
HIV/AIDS Best Practice Series pul

o] has areport
on Eskom's HIV/AIDS programme, to assist
other companies around the world to get
workplace initiatives on HIV/AIDS up and
running,.

History

by the Department of Health and the
Dcpartment for International

A to Boi AIDS
co-ordinator within the Employee
Assistance Programme at Eskom, the

A joint project between SA Labour Bulletin and the American Center fo.
international Labor Solidarity (ACILS} and sponsored by ACILS
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company's strategy has been developed
over more than a decade. 'HIV/ZAIDS has
been a strategic prionty of human
resource development at Cshom since the
late 19805 By 1989, almost 100° of staff
had been exposed to some form of AIDS
education’

The company’s comnutment to
education, sunverllance, counselling and
protecuion against discrimination was
certawnly apparent 1n policy documents at
the time Howeyer, controversial clauses
on pre-employ ment tesung and not hiring
HIV-posttive people were obvious
contradictions that, in the eyes of the
umons, made a mockery of Eskom's policy.

The company was forced to review it's
approach It had spent R200 000 for
10 000 tests over three years and only 14
positive cases had been idenufied
Compulsory pre<mployment testing was
found to be 'self defeating, costly and
irrational’ The obvious discriminatory
aspects of preemployment testing were
not cited, but the practice was formally
dropped in 1993,

Not long afterward, Eskom
commissioned a study to ‘quanufy the

Addressing the cost vs benefits of such
commitment was the neat task
Imphications for the Eshom Pension Fund
and the various benefits and medical
schemes were assevsed Predictions were
that the overall direct cost to Eshom
would reachi*15% of payroll from 2005
onwards'. By the same year ill health
retirements would amount to ‘almost 10°%
of the salary bdl' In 1998, 36° of people
who took illhealth retsrement took it
because of HIV/AIDS

Making AIDS a strategsc priority and
well meaning pledges of support were no
longer sufficient to address the growing
problem An education propramme that
would reach employces at all levels of
Eshom's four business units was urgently
needed This involved reaching over
37 500 people working in enviconments
ranging from upmarket office blocks to
1solated construction camps around the
country

New study

At the same time, and with the blessing of
unsons and management, a follow-up
suneillance study had to be undertaken to

of the by
the number of employ ces that could be
infected with HIV".

AIDS specialist Dr Chive Evian carmed
out the study and on completion in 1995,
estimated that Eshom employed almost
1000 HIV-positive employees - 2,5% of its
total workforce. The study concluded that
by 2005 the company could expect
10 500 employees, or 26% of its total
workforce to be infected with the virus

These statistics, and Evian’s predictions
of how they would affect employees and
levels of production within Eskom caught
the attention of senior management.
Personal pledges of commuitment to
addressing HIV came thick and fast from
CEO on downward.

e how serious the epidemic was
withun the orgamisation More than § 000
employces participated in the voluntary
and anonymous study, w hich was the
first of its kind to be conducted in South
Africa

Boitshoho Makhooane believes that this
‘act in favour of the company's AIDS
policy’1s a clear indication that the variety
of fears assoctated with HIV/AIDS arc
decreasing and more employees arc
committed to acknowledgmng and
understanding the issues

Moreover, according to Eshom’s 1999
annual report on HIV/AIDS activities, ‘the
results (of the study) provided a baseline
against which future progress could be
measured as the overall results of the
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study were lower than the figures initially
projected in 1995 and also lower than the
national AIDS statistics’.

Education programme

At the core of the education programme is
peer kI

says that the training and deployment of
peer educators in all business units have
also contributed to the success of the
campaugn at Eskom.'More than 800 people
have been trained as peer educators. Our
<CaMPAign is NOW a very ageressive one
and everyone from managers to
employecs at lower levels has benefited
from the work that peer cducators do We

does not stop at condom distribution and

= The has
linked up with the United Nations AIDS
programme (UNAIDS) to co-manage a
project called Greater Involvement for
People with AIDS (Gipa).

The Gipa project aims to employ
people living with HIV/AIDS ‘and place
them in partner organisations to help
drive home the reality of AIDS’. Eskom
employs two Gipa fieldworkers, Musa
Njoka and Martin Vosloo.

Vosloo is a former artisan turned
community worker who has seen more
than his share of the rough side of life.
Diagnosed HIV-positive in 1991, Vosloo

have AIDS c in cvery

and they mect every six weeks to discuss

issues and to deal with any problems!
adds that peer do

much of their woth on company time.'Up

to 10% of their monthly work time can be

devoted to education and training,”

She believes that the majonity of people
at Eskom are no longer in denial about
HIV/AIDS *People are regularly eaposed to
information. The induction programme for
managers, for example, includes
workshops on HIV/AIDS covering
strategic issues relating to company policy
and general education about the virus!

Makhooane also explains the more
creative attempts that Eskom is making to
dispense both condoms and positive AIDS
messages to its employees,'We are
currently running a pilot project at one of
our power plants using a juke box to
dispense condoms to employees Another
project with Conlog - i manufacturer and
suppher of electronics - involves selling
standard electricity tokens that have aa
AIDS message printed on them!

Gipa project
Eskom’s attempts to bring the reality of
HIV/AIDS into the lives of its employees

idered suicide but opted to put his
life experience to good use. He has been a
Gipa ficldworker at Eskom for more than
18 months

Vosloo is passionate about his wotk
with the company but is less enthusiastic
about the achlevements thus far:‘Look,
warked 1n construction for many years, so
[ know what the conditions are like for
the averige worker out there. It is a rough
ltfe and most people do not have access to
basic education, let alone information
about HIV/AIDS,

T have spoken to 15 000 people since T
began working for Eskom and the
response has been, for the most pare,
excellent. There is of course the initial
disbelief wien 1 sit down and tell people [
am HIV-positive. But I use examples of my
own life and I find they can really relate to
that! "

Vosloo recalls a mecting with a group
of Eskom supervisors in Bloemfontein
recently: ' sat down with these people -
all white and predominantly male
supervisors - and I started to reminisce
about golng to waich the rugby. T would
tell my wife that me and the boys were off
to watch the rugby in Pretoria and
meanwhile we were off to play a bit of
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couch rugby at the brothel

I could honestly see signs
of recopmition in many of
therr faces as 1 told that story
= even the women could
refate. Being open about my |,
<tatus and my hfestyle helped
them to make the link, which
they otherwise coutd
conunue to deny It's all about
getung them to realise how
casily we can be exposed to
HIV

This %as a positin ¢ session
forVosloo who often
encounters higotry, denial and
blatant diseninunation,
parucularly from whate
Eskom employces “White
people in the main are the
culpnts when it comes to
denial and discniminauon;
ays Vosloo

Many of them sull believe
that AIDS 1s common only to
black people 'Thave met
white people in my work
who make comments hike,
“they [blachs] wanted it so let
them have 1" or* there arc
too many blacks anyway so let them get
AIDS and die”.

I'have encountered managers at many
power stations who believe that they have
the nght to know the status of all their
employ ees, regardless of the company
palicy which 15 quite clear on the 1ssue of
confidenuiality

These people associate HIV with all
things bad and display such tunnel vision
Shen 1t comes to confronting the realities
of the discase”

Among, black Eshom workers the levels
of acceprance are better says Vosloo
Howerer, he can also reaite a number of
disturbing incidents that took place at

Workers get information from peer educators.

meetings, including not being allowed to
finish his talk because of antagonism

Management's response to employ ces
who have negative attitudes or
disenminate in contravenuion of the stated
company policy is decidedly vague
Boitshoho Makhooane says that there are
still some people within the company
who do not yet accept that HIV/AIDS 1s a
realiry

“We do get the odd person with a
negative attitude In thus case we would
remind that person of the company pahicy
and possibly get them to speak to a Gipa
fieldworher in hopes of changing their
aturude”
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The incidents of discrimination may be
underplayed at management level, but
Yosloo is quite clear about the

of sucha ‘There is
a real contradiction when management
supports policy verbally but not in
practice. Policy means nothing if you are
not prepared to back it up with action.

NUM'’s assessment

Vosloo is not alone in his criticism. Some
members of NUM, which is the majority
union in Eskom, representing 15 000
workers, give less than glowing reports of

should be in all structures doing their
‘work but many managers are resistant. We.
are aware of those big banquets at
Megawatt Park where some people are
exposed to education but those in real
need are our members at the grassroots
level 1 am yet to see employees at lower
bands at any workshop.

Another shopsteward and a peer
educator whe wishes to remain
anonymous spoke of the lack of
management support:To get peer
education in Eskom you really have to
fight. is more

'S resp to
and the epidemic as a whole.

Job Matsepe, a full-time NUM
shopsteward complains that
discrimmation within Eskom is rife:'I have
declared 2 dispute with the company over
the treatment of one of our members who
is HIV-positive. She was booked off sick by
the doctor and stayed at home. Eskom
refused to accept the doctor's note and
never paid her for three months.

‘She was alone at home, sick, with no
food because she wasn't paid. The most
shocking part was that she was then asked
to take ill-health retirement despite the
fact that she never applied for such®

Matsepe is adamant that the human
resources department at Eskom needs to
act more decisively and swiftly in cases of
blatant discrimination®'['ve spoken to

T o say we arc
problems.They are preaching to the world
about what they are doing around HIV, but
the problems continue.And these are the
ones that we know about - what about
the problems that people will not tell us
about because they are afraid to disclose
their status?’

Matscpe was even more critical of

about p than the health of
employees. The company expects you to
do your duty, do your work, and peer
education is voluntary. In my experience it
is rare 1o be given company time to do
peer education’

Challenge

a culture of and
acceptance about HIV/AIDS in an
environment where silence and denial still
lutk menacingly in the background, is
surely one of the biggest challenges in
managing the epidemic in any
environment.

The reams of policy documents and the
millions of rands invested in aggressive
workplace campaigns guarantee nothing if
there is not a consistent and co-ordinated
response by all stakeholders.

Eshom has been praised within the
business community and by govesnment
over the past several years for taking the
bull by the horns and setting the trend in
AIDS workplace intervention and
management,

It could be suggested that their position
at the ‘top of the heap'is in some ways a
given, considering that until recently, the

Eskom's peer
‘Eskom is lying when they say they are
doing so much training. Peer educators

of South African
business to the epidemic has been narrow
and slow to get off the ground.
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Dwistons between management and unions make managing HIVIAIDS more complex.

Conclusion

The obyious schisms between Eshom
corporate and the umons on some of the
most critical issues highhght the reahity
that progressive AIDS workplace
management 1s a labour relauons
nunefield

Attempts to work together on an AIDS
programme are made more difficult when
the industrial relations chmate i a
company is fraught with tension, as is the
case with Eshom as Matsepe expluns ‘Our
relationstup swith the company is not good
The company is still suing the union,
sapng we damaged property 1n our
industnal action in 1998 We see Eshom
trying to roll back union gains - for
example, the position of a full-ume
shopsteward
. "We're starting nght from the beginning
again - and s hike the wars that we
fought in the 19805 The relatonship
15 50 tense and its going to be very difficult
10 repair The situanon is so bad | don't
know how we are even going to et

around a table to negotiate wages this
year

Labour has thrown 1t's weight behind
the HIV/AIDS campaign in principle, yet
expenences difficulty in translating that
support into action due to what it secs as.
management’s intrnsigence and
mdifference It also encounters the age-old
problem of capacity to reach its own
membershup with consistent and up-to-
date information

Corporate on the other hand 18 sailing.
ahead with 1t's grand plans 10 counter the
eptdemuc and 1s clearly taking an
enormous amount of the credit for the
success of the AIDS programme to date Tt
achnowledges the importance of union
support on paper but in practice may
work around labour rather than in
partnership with it

The lights may be on the AIDS
programme at Eskom but not everyone is
situng in the same room %

Andvea Meeson is a freelance journalist
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FOCUS ON NEDLAC M
A joint project between S Labour Bulletin and NEDLAC, sponsored by NEDLAC

Pension fund surplus issue
needing a speedy resolution

does that surplus belong to? The

employer, the workers, or some
combination of the rwo? This is the thorny
question that the Department of Finance
has been trying to tic down in legislation
for some time. The policy discussion has
now come to Nedlac, in the hope that
business, government and labour, under
the auspices of the Public Finance and
Monetary Policy Chamber, will be able to
come to an agreement,

If a pension fund shows a surplus, who

Case law

The Financia! Services Board (FSB), which
is the body that administers various parts
of the Pension Funds Act, is currently
faced with mounting appfications for the
repatriation of surpluses. This follows a
case involving the Paarl Municipal Widows
and Orphans Penston Fund, where the
Tinanclal Services Board appeal board
overruled the registrar of the Pension
Fund's decislon to refuse ta allow sueplus
assets to be repatriated to the employer on
the fund's liquidation.The appeal board
ruled that as the Penslon Funds Act was
silent on the question of distributing
surpluses of liquidated funds, there was
nothing to prevent a change in the rules
giving employets access to them,

Pension Funds Amendment Bill

‘The Department of Finance tabled a Penslon
Funds Amendment Bill in paliament Jast

‘year, but trade union opposition was so
strong that the bill was withdrasvn for
further negotiation (The bill would have
granted employers the fight to the
negotiated repatriation of surpluses )

After the withdrawal of the bill, Finance
Minister Trevor Manuel facilitated
meetings between the FSB, which had
drawn up the draft legislation in its
capactty as technical adviser on the
Pension Fund Act,and COSATU. But the
issue remained unresolved between the
TWO partics,

There were two draft bills under
discussion:

O A draft proposed by COSATU which
prohibits repatriation aitogether.

Q The TSB's draft bill which would allow
pension fund trustees, acting on the
advice of an independent actuary, to
split a surplus in an equitable manner
between members and employer. Each -
party would have the right to use the
surplus as they wished. The employer
surplus could also be used fora
contribution holiday (that is they could
have a break from paying over monthly
contributions). N

Referral to Nedlac

‘Government has now referred the issue to
Nedlac in the hope of reaching i speedy
solution acceptable to all pacties. The
Depantment of Finance has indicated that
the matter neecds to be resolved urgently, in
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that pending apphcations before the TSB
mvelie hundreds of millions of rands of
surplus Tt 1s estimated that the total amount
of surplus in South African reurement funds
»in the order of R80-hillion

Po:

Presently, the TSB and labour agree that

2 surplus should first be applied in
addeessing any tnequitics of past
practice before anything s distributed
to current members or the employer,

ons

3 there is an unequal bargaining position
betn cen member-clected trustees and
employerappointed trustees, because
of a general lack of tramning for trustees
and an employment situation weighted
1n favour of the employer,

2 safeguards need to be put in place to
protect members and pensioners

COSATU
COSATU's view has been that the assets of
penston funds should be used for the benefit
of members only Once the employer has

- contnbuted 1o the fund, the employer has

* 10 nght to repatnaton of any of these”
monues Their concems anse partly from the
fact that, in the past,industrial action led to

. mass exits of employees with less than their
actuanal reserves or inequitable transfer
values, either or both of which might have
boosted surplus

FSB

The FSB has argued that in some cases
surplus has arisen because actuaries have
been conservauve in their assumptions and
, the employer has paid more than would
hnve been necessary 1o maintam the value of
, ¥sets in excess of the value of the Labilities
They have sud that to deny employer
Irrucipation would be inequitable for the
¢mployers concerned in this instance
In February, the Minister of Finance
announced in his budget speech that any

surplus repatriated would be taxable in
the hands of the employer This
dwapponted labour, shich was hoping for
a different hnd of signal

Business

Up unul now, organised business has not
beenimolved in the debate When labour
tabled the issue at Nediac at the end of
January, it called for 2 moratorium on
business taking any acuon on any
precedent that might have been set by the
TsB’s ruling 1n the case of the Paarl
Widows and Orphans Tund Business did

not agree to the moratonum, but agreed )
that there should be a process in Nedlac g
10 discuss pension fund surplus policy u
Meeungs began at Nedlac on 9 March 2
with a second meeting on 24 March Once g
business has formulated its mandated 2
position on the issue, it is hoped that ]
speedy progress will be made towards — («r ,
a viable solution to this important issue. \‘ P .
. Ve
Review b Pyt

In December 1998, Nedlac constituencies

and the Department of Constitutional

Development commissioned a review of

infrastructure delivery in South Africa The

review took two parts®

O Over 60 nterviews with public officials
molved in infrastructure dehvery

Q A sunvey of 2 600 households in the
provinces of KwaZulu-Natal, the

Northern Province and Gauteng
The report covers areas of housing
delivery, social secunity/welfare delivery,
health services, telephone, electricity and
refuse removal services as well as
education delivery.

The research report will be launched
on 24 May 2000 at Nedlac. Full coples of
the report will be available on Nedlac’s
website: www nedlac org za, or a
summarised version wall be available from

the Nedlac seeretarmat

Vol 24 Mumber 2 - Apni 2000
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Labour brokers

a case study of Transman

ver the last few years the Bulletin
Ohas published a pumber of

articles dealing with flexibility,
subcontracting and outsourcing and the
problems they pose for unions and
workers. (See for example, Ulicki's and

Mantashe's articles in SA Labour Bulletin

vol 23 No 4,and Kenay and

Bezuidenhouts article in vol 23 no 3).

The general thrust of the arguments
raised has been that subcontracting,
‘weakens unions because.
£ permanent jobs are often lost and with

that umon members;

Q through 2 decrease in membership,
unions ¢an Jose their majority status or
sufficiently representative status and
thus may not be able to exercise certain
organisational and collective bargaining
rights;

Q workers lose faith in the union which
they do not regard as protecting their

Tanya van Meelis outlines
bow Transman, a leading
labour broker, operates and
identifies implications for its
employees.

Q get fewer benefits than permanent
workers;

0 often have deductions made that are
questionable;

Q are not represented by wade unions.

For the above reasons, unions have

regarded subcontmcting as something that

should be fought and prevented, or, if

prevention is not possible, regulated and

controlled Mechanisms that are or could

be used by unions to control

subcontracting include:

Q ies giving unions

interests, on subcontracting that is taking place
Q subcontracted workers brought in at or that they wish to implement;

lower cost g c the a iati on the use of

position of permanent workers, subcontractors; "

Q duvisions between workers' increase
because of real and/or perceptions of
undercutting and scabbing

Furthermore, outsourcing and

subcontracting does not benefit

subcontrmcted workers because they
often:

Q get lower wages than permanent
workers;

0 ensuring that the labour brokers being
used are registered; .

O ensuring the same rate of pay for
permanent and subcontracted workers;

Q ensuring that the subcontractors
comply with ali applicable legislation;

Q getting proof from the subcontracting
company that ail the necessary
deductions are being made;
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2 getung a commitment from the
company to anly hire subcontractors
that use sound employ ment practices

The other side

While much has been wrtten'on the
above, very little has been wnitten on how
subcontractors work. T was therefore
pleased 1o accept an invitation to conduct
ntenviews at Transman - a large labour
broking company that has 1. branches
around South Africa and
supplies labour to 2%
ndustries including
government, industrial
cleaning, transport,
construction, steel and
engincering, chemicals,
motor manufacturing and
health T thought that the
mterviews and visits to sites
would provide me with an
opportunity to sce the belly
of the ‘enemy’. What I found
was not what I expected

TRANSMAN

Fork lift Operator

caly A
532 0279 attar 1

Employment contracts
Transman's employees are employed on an
indefinite employment contract or a fised-
term contmct (temporary contract) The
company then tries to find work for
employees on a temporary contruct “The
company s intenton is to heep you fully
employed But you can refuse to
work: (Dick) Transman operates on a*no
work no pay " basis - employces are pad
when Transman finds them work and they
accept and do the work Some
employees are placed with a
chient for a long-term contract
As employees of Transman,
workers are protected by the
LRA and the BCEA This would
not happen if they were
employed as independent
contractors who by law are
not regarded as employeces
Dick does not support
ducking and dnving around
the law by using independent
contractors “We don't have
amy c

neleigh.
amxrg

Recruitment

Transman’s 14 branches
advertise on a weehly basis for people
wath skills they want, Branches recene a
high number of applicants

Bethuel Mabiletsa, manager of the.
Industna branch, estimates that about
800 to 1 000 people come to the office
each week looking for work *People
have expectations, but we can't always
help out’Applicants fill out an application
form and are then tested on their level of
shall

Angela Dick, managing director of
Transman explains ' We then find 2 job for
the person at the level at which they are
Operating Transman, together wath some
clients, offers upgrading possibilities for
people - for example, some people have
been trained as data capturers.”

Independent contractors
cloud the issues and are open to abuse”

Wages and working conditions
The minmmum that Transman pay s is the
munimum set by a bargaming council for
the industry 1o which Transman is
supplying labour Dick explamns “We
wanted to take the permanent staff
scenario and put it into the temporary
staff scenario We thus voluntarily
registered with every bargaining council
we supply labour to We asked for the
main agreement to ensure that we
adhered to it. We registered in about 1988
Te took unul about 1993 before the:
bargaining councils managed to collar
other people in our industry’ Registering
with the bargaining councils also made
goad bustness sense.‘Employers could

Vol 24 Number 2 « Apri 2000
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undercut us by going to other labour
brokers who were paying less than us. We
wanted other labour brokers to register so
that we could level the playing field’ (Dick)

While Transman does not pay below the
minimum set by a bargaining council, it
sometimes pays more than the minimum
when it has had fruitful negotiations with
the chient it is supplying labour to An
employec’s pay is therefore variable and
depends which company they are sent to,
as Esau Mokwena, a driver, told me:
“ with the P
they send me to Sometimes they get more
money for me sometimes less money It
depends on what the client will pay. But 1
am happy with what 1 get from Transman
- they pay overtime and pay doublc on a
Sunday

When asked if they would accept less
than industry set rates, Mabiletsa replied-
‘If 1 was offered less money by a client 1
would not accept the contract - that's
labour abuse. We therefore do lose clients
to fly-by-night operators who are not
checked by government. 1 know of an
operator that loads workers into trucks
like animals and pays them nothing. We
won't do that T can't rip my people off -
they must earn what is due to them”

Employees reccived paid public

employees a provident fund. Dick explains
“In about 1990 we wanted to offer our
employees more in terms of long-term
financial security.

We went to eight msurance companies
looking for a provident fund that could
handle monthly premiums of diffening
amounts from one employce.

For example, an erployee will
contribute more when he has worked for
the whole month than when he only
worked for four days a month. It took us
about 18 months to set up the Transman
Provident Fund, and its the only one of its
kind today’

For Dick, the provident fund shows that
‘Transman looks after the welfare of its

ploy We fight for employers to pay
their contribution to the provident fund
swhich is not a statutory obligation. I this
way, people getting jobs through us get a
better deal than if they werc just waiting
at the gate for a job.

What clients want

According to Dick clients want:

O flexibility in teems of numbers required
for an operation;

Q to be sure that the person they are sent
matches their skill requirement;

Q productive workers who meet

holidays, fund
sick leave pay,annual holiday pay, holiday
bonus pay and an incentive bonus. They
are also entitled to be covered by the
Compensation Commission and UIE
‘Transman therefore makes all the
statutory deductions it is required to-it
deducts for union dues (where an
employec is a union member), PAYE, UTR
and the levy for the bargaining council
with whom it is registered.

Unique benefit for casuals

Transman claims to he the only labour
broker in the country that offers its

i criteriay
0 a reputable credible broker,
Because clients pay bargaining council
rates or above, using Transman does not
necessanly translate into a direct wage
saving. However, clients save money on
overheads and administration.

Transman sells stself on the fact that it
offers a ‘managec workforce solution’ -
thatis, it
O operates Gicly and ethically towards its

employees;

O delivers skilled and reliable employees;
QO handles grievance and disciplinary
issues;
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Q ensures compliance with labour
legislation
This approach can be contrasted to other
Iabour brokers, such as one found
advertising on the World Wide Web which
sells atsell on ats ability to handle
‘troublesome workers' and cumbersome
labour laws**(We can] protect you as far as
1s possible, from distuptive unton
problems, unfair dismmssal claims, ume-
consumung, legally complex and costly
CCMA/Iabour court disputes, protracted

s time

the market and give them expernience.
Where else will they get s from -
employcrs want expenenced workers or
workers they know they can rely on We
can offer them ths”

Through using Transman, employ ers are
stll able to enjoy numencal fleubifity - they
are able to brng in more workers when
needed and have fewer workers when
needed Companies using Transman's
senices do not have to deal wath hiring and
finng of employ ees since the worhers are

disciplinary/appeal heanngs; stringent
labour laws, staff non-performance
frustrations, destabilising and costly
retrenchment exercises

Beyond the facts

Grven that the abose information provides
a unique insight into how Transman works,
the following explores issues on

Transman’s employment practic:

s and
implications for its employ ces only Given
thts narrow focus, broader 1ssues such as
subcontracung's deuntomsatuon effect and
uniens' engagement around
subcontracting, 2re not covered here.

Labour market flexibility
Transman's operauons lubricate access
into the labour market.A Transman
employee has a better chance of getting a
wmporary or permanent job than a
person who waus hopefully at a factory
pate However, this labour market access
may favour those workers with more
resources - for example, having access to a
telephone and transport means that
Transman can contact someone more
«asily if a job comes up and that person
<an get to the job in a few hours if need
he

Transman also offers new recrunts a
chance to get experience, as Mabiletsa
explains' We introduce young people to

C cd 1o Transman This means that
Transman employ ces on fised-term
contracts will not afways have work
Temporary vs permanent

For employees, placement in finite

employment contracts remains preferable

to temporary work For example.

Q fixed term contract employ ces do not
get retrenchment pachages when the
contract ends at the termination date -
permanent employees get
retrenchment packages,

[u]

permanent employ ees haye guaranteed
mecome whereas temporary and fixed-
term contract worhers at Transman rely
onTransman finding them work (which
may not alsvay s he avalable)

Dick agrees that permanent employ ment
is first prize “We try to place people into
permanent jobs wheneser we can This 1s
the best option for them”

Power relations
Transman employces remain in a less
powerful position relative to Transman
They have indwidual employ ment
contracts, unionisation ley els are low
(esumated to be 25%), and there 1s always
the potential for Transman not to place
them (which could act as a disciphinary
device since the company works on the
‘no work, no pay’ policy)

However, the alternauve cited ahove for

Vol 24 Number 2 « April 2000

55



FEATURE

a casual non-unionised worker seems to
be waorse - standing at a factory gate
hoping to get 2 job no matter what money
is offered and maybe even having to bribe
a supervisor or offer sexual favours to get
the job. Transman, therefore alters the
power relationship berween the
subcontracted worker and the

problem with the client, [ go there and
sort it out. I negotiate on the employee's
behalf with the client!

Dick puts forward a similar argument
when explaining one of the reasons why
Transman was set up.‘We saw that there
were a lot of casuals hoping for

using them, by negotiating wages and
benefits

As Dick says~*The worker would not
have the opportumty to negotiate with a
manager or director - we do. But, this

of the power ip is

limited, since the user company could
cffectively ‘fire’ the worker at any stage by
telling Teansman they don't want to use
that particular worker.

As experience has shown, the best way to
alter power relations between employers
and employees is to join unions

Unitarism
In terms of 1deology,

The they
faced was that they had no means to
negotiate a wage, benefits and job
security. If they were sick they would not
Some even had to pay bribes to
get a job. We realised that there was
extensive abuse and exploitation of these
people’

Some employees buy into this unitarist
ideology. For example, Mokwena stated.
‘No one here belongs to a union - no
union came here. I don’t know if
management would be cross if I joined a
union, but I do not want to join a union 1
was a member before I came to Transman.
1 paid for three years and when I was

display some strong clements of a unitarist

ideology. Unitarist ideology includes

beliefs that:

Q employers and ¢mployees share the
same goals and vision for the
organisation;

Q conflict is unnatucal and results from
poor communication or the work of
agitators;

Q trade unions are not always necessary;

Q the employer will look after its
employees (paternalism).

Transman managers do not oppose
unions 'We recognise unions and will
speak to them, but we do not have a
recognition agreement with them!
(Mablletsa) But, in line with unitagist
ideology, Mabiletsa questions whether
having a unlon is really necessacy:‘Why do
they need to join a union. Whatever the
union does, I do it.I go there and negotiate
good wages and benefits, If there is a

hed the union did nothing.
Transman negotiates a good salary for me
and every year management gives an
increase .. Everything is OK at Transman
for me, Transman has also paid for my
child's education last year. 'm happy with
them, they help me out!

Geraldinc Jurie, also employed by

4y her sati: i
“Transman is a good employer because
they look after their staff. I'm happy with
my salary and benefits and I've been here
for six years.

From the people we interviewed,
Transman does seem to act for the
employee in relation to the client by
negotiating wages and benefits and
intervening in disputces and gricvances to
the satisfaction of employees. However, as
in any paternal relationship, while your
father may protect you from others, who
protects you from your father if he Is
abusive? %
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The Hospitality Industry
Provident Fund (HIPF).

he Hospatahty Industry Insurance
Fund (HIPT) 1 3 working class
mstitution operatng sn the finance
sector providing retirement, insurance and
housing benefits It serves mainly low pad
worhers in the carering and allied sectors
With assets of R120 mulhon its objecuve
is to mamntain mndependence as an

org: { by its
members in therr interests as opposed to
the interests of external org: such

as the manstream nsurance ndustry,
contributing companics or trade unions
The HIPF dates back to 1966 when it
was an industrial council pension fund for
the Iiquor and catering trades in :
Johannesburg and senved only white,
coloured and Indian workers In 1982 the
Industrial Council broadened its scope to
include Afncan workers The Hotel and
Restaurant Workers Union (HARWU)
iniuated a process of change which
resulted 1n major improyements to
benefits and greater worher input
However, the industrial council dissolved
in 1989 and membership of the fund
became voluntary The

by Allan Horwitz

Fedsure was forced to pay the fund
damages as compensation for
maladmimstranon ) Significant
improvements were achiexed under
Southern Life - in particular, the fund
changed its status from ‘underwritten’ to
‘prvate’ meaning that st appointed an
independent auditor, actuary and principal
officer However, members and trustees
abike reahised that in the long run,
meaningful control and maxinusauon of
service and benefits would only be
possible under self adminustration and self
nsurance This was achieyed in 1998
when the fund established its own offices,
purchased the necessary systems and
employed its owa staff

Self-administered fund

HIPF 1s currently sclf administered and sclf-
msured thereby guaranteeing its autonomy
on behalf of members Tt has successfully

insurance and im estment aspects of the
fund were taken over by Fedsure which
had represented itself as an‘expert’in the
field of industry funds In 1994, after a
prolonged legal battle, the fund moved to
Southern Lsfe (Court action by the
trustees forced Fedsure to accept the
validity of the trustee decision to transfer;

vested interests in
reurement funds in the catenng sector A
provident fund in the Pictermantzburg arca
has recently merged with the HIPF

Worker control

While the history of retirement funds has
been one of little direct member control,
the HIPF has set up a special member
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forum consisting of one worker
from cach icipati

‘workers' direct economic interests as long-
and savers

workplace. It meets once a year at national
level and twice a year at regional level. All
major trustee decisions must be ratified by
the member forum; recommendations by
the forum often form the basis for trustee
decisions.

The result has been the i

Current legislation

The HIPF views itself as a new type of
working class organisation - one that
ideally should be able to provide a wide
range of financial options and services that

of superior benefits and the evolution of
an investment strategy that favours
working class priorities such as housing
and venture capital investments for job
creation and black economic
advancement

Today at lcast six trade unions
participate actively in the running of the
fund Each union participates on equal
terms, although HIPF worker trustees are
elected directly by the membership.

This has have worked because the
unions concerned have respected their
members' independence regarding their
choice of retirement fund and understood
that the HIPF is a parallel worker
organisation operating 1n an area in which
most trade unions do not have
competency

The BIPF is registered wath the Nnancial
Services Board ais an administrtor and is
therefore fegally able to adminster other
funds.We plan to launch an independent
administration and insurance entity which
will operate on a non-profit, cost recovery
basis enabling workers in other sectots to
benefit from the HIPF experience.We will
offer a superior service within the
framework of an organisation that is ¢fficient
and cost effective but which maintains a
worker driven ethos as opposed to
corporite culture

We hope trude unions will see the
advantages for their members of such an

in terms of it: and
ideological affinity, whilst respecting its

are appropriate to the current needs of

the majority of workers. However, in order

to play such a role, certain legal and
structural elements have to be put in
place, These elements are as follows:

Q provision of both housing and
education loans (up to a maximum of
75% of a member’s savings);

Q provision of micro loans (for all
purposes) secured by the member's
reurement savings,

0 an interest return that is as close to the
overall fund return as possible;

Q regular distbution of surpluses;

o in respect of
and loan statements (reflecting the
breakdown of monies received and
insurance and administration costs),

Q issuing of statements on a six monthly
basis;

Q issuing of statements for paid up
members (that s, members who cease
contributing on a monthly basis but still
have savings in a fund);

O a legal obligation on employers to
provide stop order facilities to repay
loans;

Q abolishing vesting scales so that a
withdruwing member reccives the full

ploy (ess
and admin costs);

O freedom to transfer without penalties -
transfers to include a fair share of any
surplus or reserve;

0 asingle tax regime for hoth pension
and provident funds;

Q abolishing ‘underwritten’ funds as such

and therehy

give too much power to
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the underwriter and lead to
administration, insurance and
investment bemg concentrated in one
company,
3 all funds to have an independent
audstor, actuary and principal officer;
O elecuon of trustees by the members;
2 for large funds (in excess of 1 000
b a fund

However, such a wage level does not meet
the lending requirements of banks, and
worhers are pushed into the arms of micro
loan institutions that have a history of
charging cnormously inflated interest rates
and use highly questuonable methods for
debt collecuon For the vast majonty of
worhers their retirement fund (because it

that is broader than the beard of
trustees,

2 establishing industry funds (across the
trade union spectrum) to maximise the
bencfits of the economy of scale with
respect to the lowering of insurance
and administration costs

All these elements have been put in place

by the HIPE except tax equality between

pension and provident funds and the
granung of education and micra loans as
such practices are currently iflegal and will
not be sanctioned by the Financial

Services Board despite repeated

applications by the HIPF for permission

Indeed, the major stumbling block to

implementing these aims 1s the current

legal framework (the Pension Tunds Act
and certain aspects of the tax regime) as
well as the nature of the Financial Services

Board, an institution sull in the gp of

conservative forces largely loyal to the

interests of big business and the insurance
industry

The retirement fund industry is the
single most important reserve of savings in
our economy As such the imestment of its
monies performs a vital function Given
the massive inequalities and social

problems facing South Afnica, there exists a

profound need for these momes to be

imvested in ways which enhance the
standard of living of the majority of people
and job creation. The average wage level in

the formal sector 1s approximately R1 400

per month - a level which forces worhers

to depend on credit in order to survive

isa ion of employ ment) 1s the only
source of savings

The central legal point is that
retirement fund momies are deferred
payment (that 1s money that will be paid
at a later date) and as such should come
under the direct control of the wage
earner. Modern labour mobiliy makes 1t
extremely unhikely that a worker will
spend most of his/her working e
employed by one or even two or three
companses The pattern is towards
frequent moves as the economy is
dercgulated and hberalised and casual,
temporary and subcontracted johs
become a new norm

The usefulness of final benefit funds is
therefore suspect (as most workers do not
retire with many years of service with one
employer) The widespread practice of
vesung scales on company contributions
also robs short service workers

Many funds have also built up
significant resenes and surpluses These
have largely been used 1o prop up
insurance companies guaranteed
portfolios or enable companies to take
‘contribution holidays’ (that is, not pay
contributions for a while)

We therefore welcome the current plan
to redraft the Pension Funds Act However,
1t remains to be seen how far the changes
will go in making the law reflect the needs
of the majonty of retrement fund
members &

Allan Horuwitz fs the principal officer at
nier
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The new union vision

reconstruction in a democratic South Africa

he early 1990s was a period of
E political change in South Africa, of

transition from apartheid to
democracy

The organisations of the liberation
movement - the ANC, the SACP and the
PAC - had been unbanned, and were
invelved in negotiations with the
apartheid regime over the shape of a new,
non-racial democratic South Africa.
Organisations were beginning to discuss
their hopes and strateges for a post-
apartheid society,

NUMSA, the union which represented
the workers at Highveld Steel, was also
debating its responses to these changes. It
developed a new strategic vision of union-
driven reconstruction in the economy and
the workplace.

The shopstewards at Highveld Steel
were deeply involved in the union debates,
research and study groups that the new
strategic vision emerged from. This article
describes the Highveld shopstewards®
vision of workplace change as they
explained it in the mid-1990s.

New strategic vision

‘The shopstewards irgued that there were

three reasons why it was necessary to

forge a new strategic vision:

Q The transition to democracy meant that
the teade unlon movement should play
a central role in reconstruction ~ in

High Steel is a

/i outside Witbank. It
was a centre of militant
struggle in the 1980s. During
the 1990s, the NUMSA
shopstewards at Highveld Steel
fried to implement a new
strategic vision of
reconstruction in the
workplace. Over the next few
issues Labouy Budletiin will run
a series of articles by Karl von
Holdt describing their attempts
to transform the workplace.

other words, in rebuilding the economy
50 it could meet the needs of a new
democratic government and of the
people,

‘The transition to democmcy created an
opportunity for the union to shape a
new democratic order in the workplace
and erdicate the legacy of apartheid.
Globalisation was increasing the
competitive pressure on South African
industry in general, and on Highveld
Steel in partscular. The union should

o

o
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play a proactive role in increasing
productivity and qualty and thus
prevent management from

anti worher gi

Rebuilding the econonmy
In the view of the sl\op\‘c“'/,xrd~, the
changing polucal conditions n South
Africa meant that the union should play an
actine role in cconomic reconstruction
Meshack Mahinga, the chasr of the joint

psteward Lained this
‘In the 1980~ we embarked solely on
resistance, we never wanted to concern
ourselves with production, as part of the
struggle to bring down the sy stem of
apartherd, econonucally and otherwise.
When we resisted the system of aparthed
we wanted it to be replaced with a
democratic order, a democratic
government

Now that we have a democrauc
gorernment, we want 1t to succeed, and of
course no political power can be
maintained if there 1s no cconomic power
Our ¢conomy has been devastated by the
system of apartheid, and we need to
rebuild st now. So 1 therefore believe that
the culture defimtely has to change from
the culture of resistance and
ungovernability to the culture of
productinity’

New workplace
Oner the years of colonsalism and
apartheid in South Afca,a racially-
oppressive system of workplace relanons
and pracuces had evolved Together these
formed what may be called the apartheid
workplace regime The aparthaid

. workplace regume was based on a mcial
division of labour 1n which black workers
performed unskalled tasks, and shilled and
managerial jobs were reserved for whites
It was also based on a mciat distribution of
power. Most supervisors and vartually afl

other managers were white They
eaercised power not only as managers, but
also as whites empow ered by apartheid
They maintuned this system ol white
power - of white baasskap - through
racial insults and racial assault According
10 one worker *it was the apartheid system
that was worksng at Highveld
Management were not listening to black
workers, they were alway s supporting,
white workers 16 a blach guy hit a white
guy, hie's fired If the white guy beats the
black guy, the white guy 1s not fired It was
not fur Whites, they hiked to beat workers
atany time

The apartheid workplace regime was
not only rcist - 1t was also inefficient
Racism and the authoranan and
hierarchical relations betw een managers
and workers meant there was poor
communication in the workplace Blach
workers, with Iimited access to education
and traming, tended to have low levels of
shall

Those who had developed their sklls
were not recognised and ther shalls were
wasted Wlnte workers and supervisors

Highveld Steel

Highveld Stee! I1s owned by Anglo
Amencan, and was established in the mid-
1960s The steelworks produces about one
million tons of steel a year, mostly as rolfed
sheets of strip and rolled rails and bars
Apart from the steelworks, the Highveld
Steel group consisis of a cluster of other
plants around Witbank which produce
steel-related products (it 1s the biggest
producer of vanadium in the world), as well
as Rheem which manufactures aluminium
cans. It also ovns a one-thrrd stake m
Columbus Stainless, one of the world s
biggest stainless stee! plants. The Highveld
Steel group employs 6-7 000 people
NUMSA has over 3 000 members at
Highveld in Witbank
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were also often lacking in the necessary
skills, because they were promoted as
whites rather than because of their skill or

*Firstly, our goal is to give more control,
more power, to the workers in their
activities, Secondly, to make work easier
for workers Thirdly, one of the most
important points is to change the
i if and

ability
'If I may speak the truth, if a white man
gave you a job, you were not to

know whether he was a foreman or where
he worked, you just had to follow him,
listen to what he was telling you .. He had
a right of just taking you and saying follow
me to fix that machine while you were not
working with him. If you refused, you had
refused to obey that man's rules, added
another worker

The result was inefficiency, waste and
poor quality production

“...we feel as workers that we
should also be involved in
deciding what we want our
company to do.We don’t want
to live in the past, where
management bad to think and
decide for us.

The shopstewards at Highveld Steel
wanted to replace this regime with a new
waorkplace order based on workers’ skill
and participation As one of them put it,
“The political structure outside is
changing. We are now going to be involved
in everything that is taking place in our
country,and we feel as workers that we
should also be involved in deciding what
we want our company to do, We don’t
want to live in the past, where
management had to think and decide for
us’

According to Most Nhlapo, chair of the

i at the
time, their goal was both to empower
workers and to improve production:

‘workers, so that there should be mutual
understanding berween them. Fourth, we
want to make sure that at the end the
workers benefit from the process of
producing steel. Fifth, the end result will
be more productivity and better quality
goods Funally, not to forget that whatever is
happening within the factory or industry
must benefit those outside as well!

and

According to the shopstewards it was
essential to improve production (in terms
of both productivity and quality) because
of the increasing competitive pressure on
Highveld Steel.

Nhlapo described their concerns:'It’s
cither things must continue as they are,
and eventually Highveld Steel could close
because we cannot compete with other
companies; or we say we want to be part
of Highveld Stcel truly, by committing

to our and
shaning part of the cake that will come out
at the end?

By improving skills, participation and
motivation, Highveld Steel could become
more competitive, thus building the South
African economy and protecting jobs,

Practical transformation

The shopstewards at Highveld Steel had
practical praposals for achieving the
of the heid p
regime into a democratic workplace. There
were four aspects to their proposals:
0O implementing a skills-based grading and
training system;
Q implementing new forms of work
organisation based on teamwork and
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Lestie Nhiapo discussing the new strategy of reconstruction with fellow shopstewards.

greater worker control of

T trade union participation in the highest
level of company decision making,
Q profit sharing

New skills-based system
The shopstewards identified the lack of
shalls in the workplace - including
managerial skills - as the major obstacle to
improving the efficiency and quality of
production At the same time, apartheid's
legacy of low levels of education and skill
among black workers was the major
obstacle to their advancement in the
workplace.A skillsbased grading system,
together with a massive training
programme, would provide new
-opportunities for black workers, eradicate
the legacy of apartheid.and improve
productivity
Ezekiel Nkosi, then the secretary of the
h the
imporance of these policiesThe people

are not ¢ because of ap
Mulu-shilling and the reorganisation of the
company is the only way for us to earn a
Iiving wage and get the rights we deserve
as workers The company must deselop
the worker and gove him traiming so that
he can get promotons and do better jobs
and carn a hving wage Multeshalling will
also improve productivity The more
worhers gain shills, the better quality wall
be.The company will gain because
production will be better Both sides will
benefit!

New work organisation

The shopstewards’ proposals for skills and
training went hand in-hand with ther
proposals for a new form of work
organisation based on independent teams,
multi shilled workers, and the removal of
supervision Bunny Mahlangu, a former
chair of the shopstewards committee at
Highveld Steel dunng the 1980s,and then
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regional NUMSA organiser, described this
vision of a new South Africa in the
workplace:*Our idea is that you take
planning of work out of the offices and
into the people.You set up workteams that
are able to set their own targets, that can
produce quality, that can run the show
without the superintendent, the foreman,
the assistant foreman standing there and
telling them what the manager in the
office said they must do.There is a line of
about ten people who are conveying.
messages to those who must do the work.
We're saying that the office must give the
production order to the people,and they
should set their own priorities, therr targets
and everything. There should be no
supervisor within them If they want a
supervisor they can elect someone from
amongst themselves People must not feel a
painful responsibility When they wake up in
the morning they shotd feel that they swant
1o go to work, that they will enjoy it*

High-level participation
The shopstewards felt that if these
practical transformations were
1mplemented in the workplace, they and
their members would be able to commit
ta improving productivity. But
there was ane condition - that they
should share in the benefits of improved
productivity through some form of profit-
sharing or bonus linked to production, To
ensure that this happened, they argued
that they, as trade union representatives,
should have a rele in the highest level of
decision-making 1n the company Only in
this way could they influence the broader
strategle decisions about company
expansion, technological change,
investment and the utilisation of profits.

Implications

This new strategic vision of NUMSA and of
the shopstewards at Highveld Steel, had

implications for:

Q the relationship between union and
management;

Q the relationship between workers and

‘experts’in the union;

Q for the struggle for socialism.,

Firstly, the shopstewards argued that the
strategy of reconstruction could only be

i if there was

between management and the union
According to Ambrose Mthembu, one of
the shopstewards, ‘Management should
co-operate for reconstruction to be a
success As the union we can initiate - but
if management does not agree, at the end
of the day there wall be no reconstruction
programme. Both sides will have to
compromise in order to reach

consensus.

‘But;’ he added, ‘the union would have
to be a warchdog te make sure that
management is doing what has been
agreed upon.

Some of the new policies were very
complex and required a high level of
expertise.Already, the process of
developing the new policies had
empowered some officials and
shopstewards, and disemposered others,
as Nhlapo pointed out:'Information is
concentrited in a few individuals. They
might be complicated and say things you
don’t understand, but at the end of the day
you are bound to agree with them because
you don't understand. You don't have any
way to say,“No, I will debate it™. What are
You saying about democracy if you sant
people to accept your views with no
information? That is the change in the
union. Everything will be concentrted in
the head office vnless we do something
very drastic!

The formulation of the new strategy
had been highly controversial within
NUMSA, and sparked heated debates Did
the new strategy mean abandoning
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Highveld strike 1993: Militant workforce, new viston.

socialism and commutung the union to
managing capitalism? Was 1t a new strategy
for achieving socialism? Or was it a
strategy for strengthening workers'
position within caprtalism and postponing
the struggle for a different system?

‘The shopstewards at Fighyeld Steel
agreed that the new strategic vision aimed
to achieve some of the goals of socialism,
although they had different opiuons
about w hether it was likely to be
successful in this aim

As Nhost put it,'We want to make
decisions about profits, we want to make
dectsions how 1o run the factories When
we talk about worker involvement in
restructuning, it disguises that we are

.talking about socialism

50,10 spite of their concerns about
some aspects of the new strategic vision,
2nd particularly about the weakening of
union democracy, the shopstewards at
Highveld Steel were commutted 1o the

new strategic vision of their umon, and to
taking up the struggle to implement it in
their workplace The rest of the articles in
this senies describe different aspects of
thus struggle ¥
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Iimplementing the vision

reconstruction through teamwork

he Highveld Steel shopstewards
Tmndc several attempts to
implement the union strategy on the

shopfloor in different departments, but
managers mostly refused to co-opente

For example, the manager of the flat
products division wanted to combine the
workers from the trimming and cutting
machines on the two production lines -
plate and strip - into one'* length

In the second article in bis
series on Highveld Steel, Karl
von Holdt explores low
shopstewards successfully
implemented teamwork and
transforned their workplace.

crew’.

Two of the shopstewards, Mosi Nhlapo
and Ezekiel Nkosi, developed 2 proposal
that the eight workers in the crew should
all be traned to operate all the machines
on both lines They should all be upgraded
fo the level of the most skilled worker in
the group, be paid accordingly, and
operiate as a team The flat products
manager agreed with this, but was
‘frustrated’ by senior management who
insisted that new ways of organising work
should not cost the company increased
wages.

Management fishioned a counter-
proposal in which the members of the
crew would be graded at theee
different levels according to their most
frequently performed tasks, but would
still be required to fill in for workers on
higher geades when necessary. The
shopstesvards rejected this,and the plan
‘was abandoned

But the shopstewards were able to

implement the union vision on the tap
floors in Iron Plant One.At about the same
time as the flat products proposal, Nhlapo
heard that the tapping crews were
initiating frequent stoppages in support of
their demands for upgrading and better
wages

Working on the tap floor

The six tap floors are located beneath the
six furnaces in the iron plant. The job of
the tapping crew on each floor was to
open the tap-hole when the smelt was
ready (every three to four hours), sa that
the molten iron and slag could run out of
the furnace.

The slag was dumped and the molten
iron was transported to the steel plant for
processing into steel The tapping crew
drilled the tap-hole open, monitored the
separation of iron and slag, released the
flow of separated iron into the iron-pot at
the right moment, and tried to prevent
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spills After the tap, therr job was to ctean
the tap floor and prepare st for the next
up

Conditions of work on the tap floor
were tough and dangerous Workers had to
work 1 thick protectiy ¢ suits because of
the heat of the molten rron and the danger
of spills Dehydmtion and heat exhauston
sometimes caused worhers to collapse,
and workers were injured and sometimes
died in spulls

Leaking carbon monoxrde gas had alo
caused fataliies One of the tap floor
worhers descnibed these conditions
‘Condittons on the tap floor are very
dangerous 1am used to the place so T can
work there with ease, but for a new
person it 1 avery dangerous place
Whenever you are on the tap floor you
should always do what the people who
work there do,not run away or tahe the
wrong direction”

The tap floor was a harsh working
environment, not only because of the
physical conditions, but also because of
the treatment by superyisors *It was tough
on the tap floor If they regarded you as
cheeky they would send you there If you
complained about wages vou were sent
there as well Tt was a white-dominated
working site, 1t was an apartherd
workplace The treatment there was not
fur

Most of the tappers were illiterate
migrant workers Many had worked on the
tap floors for long periods of their
workmng lives Lach tapping crew was led
by a baas-bay or induna When the
furnace operator decided that the smelt
was ready for tapping, he informed the
foreman, who then instructed the baas-boy
10 start tapping The baasboy then
instructed the members of his crew to get
ready, w hile he dritled open the tap-hole.
The 1apping team members were graded
as labourers on grade 14, while the baas-

boy was on grade 13 Absenteersm was
Tugh on the tap floors, and, after they had
fimshed tapping their furnace, tappers in
one crew were frequently instructed 1o
jotn another crew and assist with tapping.
a second furnace This was i sore pomnt
with workers, who felt entitled to rest
between taps because their work was so
hard

Tappers’ demands
The wtappers felt that they should earn
igher wages because of the harsh
conditions of therr work Duning 1990
they launched a series of small stoppages
demanding to dincuss therr problems with
their manager

Eventually they were promoted - the
tappers by one grade, and the baas-boy by
three This angered the tappers even more
They demanded to also be promoted three
grades Although the baashoy was
supposed to open the tap-hole, all the
tappers knew how to perform this task It
had long been a custom on the tap floor
that if the baas-boy was not present, the
foreman would mnstruct another member
of the team to do this

‘Management woutld come and
Just point at anyone and tell
them to do the job. So we
realised that we bave the samne
knowledge, but we are not paid
Jor the work,

Now they refused, on the grounds that
they were not paid to perform thus tash
“Management would come and just point
at anyone and tell them 1o do the job So
we realised that we have the same
knowledge, but we are not paid for the
work Thatis why we came up with ths
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grievance, after realising that we knew the
same thing’

Management bent company policy and
offered to pay the tapper who filled in for
the induna an acting allowance at the
higher rate. This worked for three months,
and then the tappers again refused to
co-operate:‘If the baas-boy was absent no-
one would open the tap-hole.The operator
could not move from hus furnace and
come down to the tap floor. So he would
phone the superintendent.

The supenntendent, not knowing the
skills of opening the tap-hole, would
phone the manager, and he would come
and start begging the guys to open the
hole. But they would just sit down and say,
“You do it. Once the tap-hole is open we
will work. But now the tap-hole is closed
and there is no-one to open it"1f the
manager called another baas-boy to come
and do it the guys would threaten to walk
off the floor. If management called a
worker to a disciplinary hearing for
refusing to open the tap-hole or refusing

If management called a worker
to a disciplinary bearing for
refusing to open the tap-bole or
refusing to assist another team,
all of the workers on the tap
Sloors would leave their work
and go to the inquiry.

to assist another team, all of the workers
on the tap floors would lcave their work
and go to the inquiry, and say,“We are
golng to witness this inquiry”™

Union proposals

Tt was at this point that Nhlapo intervened,
The tap floors occupied a key place in the
praduction process Any delay here

brought the entire steel plant to a
standstill, so management was under
intense pressure o resalve the workers’
grievances, The iron plant manager agreed
that the tappers could be upgraded to
grade 12, but insisted that it should be
paid for by reducing the number of
workers per crew.

The numbers per crew had been
reduced from nine to seven in
retrenchments the previous year, during a
downturn in the steel market.At the same
time n mechanical grab had been
introduced to help clean the workplace
after tapping.

Management proposed that the size of
the crews be frozen at their new level of
seven members, and justified this by
arguing that the grabs had reduced the
svorkload, Since this would not entail any
fresh reduction, workers ‘were ready to fall
for it* until Nhiapo pointed out that it
could intensify work because the grabs
were subject to frequent breakdowns. Tt
would also be more difficult to have thew
former comrades who had been
retrenched, re-employed )

Nhiapo proposed to the tappers that,
instead, work should be transformed so
that they worked as a self-directed work
team.Their job descriptions should be
cxpanded to include:

Q drilling open the tap-hole for tapping;

O using a special gun for shooting apen
the tap-hole when it was blocked;

Q repairing brickwork;

Q minor welding work; -

O checking and replacing the safety
screens.

All tappers should be trained in these

tasks and in leadership and team skills, and

upgraded to grade 10 There should no

longer be a baas-boy, but each team should

cleet its own leader and this position

should be rotated

The workers on the tap floors agreed
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with Nhlapo's proposals It seemed that
these proposals would not only satisfy
their demand for more money, but also
alter the racial and shall huerarchies of the
aparthesd workplace This was attractive to
migrants who were located at the bottom
of the apartherd hierarchy, as one of them
commented ‘Mosi came to our rescue
with the suggestion that since there were
jobs that whites were doing that we could
do, why don't those jobs get done by us,
50 that our wages can also be equal to
theirs®

The proposal was put to

improved now s the sense that we all
have equal knowledge about the job and
everyone hnows what to do, and there are
no conflicting ideas on the job that we are
doing That is the fulfiliing thing. that
everyone knows exactly what to do and
why, and that's why 1t's better now.
Throughout the years we were paid in a
discniminatory way Now for the first time
we succeeded in forcing management to
pay us equally with the whites®

The trining, upgriding and increased
pay for tappers imphed that management

At the same time, workers applied therr
work-to-rule tactics to the grab Whenever
the grab broke down - which was often -
the entire team would stop working until
™Wwo extra workers were found or the grab
was repaired

Atabout this time a more liberal and
nnovatn ¢ manager was shifted to the iron
plant He was more open to co-operating
with the shopstewards, and welcomed
s suggestions, He agreed to get
rid of the grabs and expand the tcams
again He also motivated to senior
m;\nag‘.mcm why they should accept the

mnovaty

‘Mosi came to our rescite with
the suggestion that since there
were jobs that whites were
doing that we could do, why
don’t those jobs get done by 1s,
so that our wages can also be
equal to theirs!

recognised the skills, expenence and
importance of a group of black workers
who had been least acknowledged in the

Is' was

Lplace.

mclu-d ona m'omomh trining
programme. While one shift was attending.
this programme, the other two shufts each
‘worhed a 12-hour shift.

What was won

The new organisation of work on the tap
floor was a mdscal break with the work
organssation of the apartheid workplace
regime. For most of the unshilled migrants
on the tap floors this was the first training
they had recerved This was the case for

The tappers had also won the fight 1o
‘job ownership” defined by a job in a
particular team on a speaific tap floor
Tappers could no longer be nstructed to
assist in another team whose members
were absent. Instead, workers from the
preceding and following shifts would be
requested to work overtime - 12-hour
shifts rather than 8-hour shifts - to cover
absenteeism This meant increased
overtime pay

g the foreman

Albert a migrant

who had worked there for ten years We
only realised how well we do the job after
we had been for trining The job is the
same, nothing changed, but what has

The creation of scif-directed teams was a
direct challenge to the racial structure of
power centred on the foremen.

to the
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foremen suggests how importaat they
were to the apartheid wotkplace regime

Nhlapo described these negotations:
“We smd, OK, remove this foreman,
because when there are problems, when
there is spillage, this foreman just stands
there and says,*Werk! Werk! Werk!” - but
he has got no idea how to do this work
himself. The furnace operator, let it be his
responsibility to tell the tappers that it is
time to tap. So when there are problems
the operator and the tapping team can
communicate, unlike the foreman who just
gives instructions and gocs away - when
there are probleras there is no one to talk
0.1t was a tough battle.

Management saud,*No, this foreman is
important "We said,“He has got no role

‘We said, OK, remove this
Joreman, because when there
are problems, when there is
spillage, this foreman just
stands there and says, “Werk!
Werk! Werk!” - but be bas got 1o
idea how to do this work
bimself’

There is no harassment from white
people!

Instead of being oppressed by the
foreman, workers could develop their own
leadership skills ‘If workers are scattered
and there is a job that needs to be done,
the leader is the person who organises
cveryone and calls them together and tells
them what to do.If management comes
about a problem in the plant, or wants to
know why a particular worker is absent,
then he knows who to speak to.That is
why there has to be a leader at all times!

Another tap floor shopsteward, Hendrik
Nkosi, commented on how workers'
atutude to work had changed with the
change in the structure of power. ‘Before,
the baas-boy was part and parcel of the
foreman.The foreman had to assist the
baas-boy because the people didn't do the
job properly - not to say they didn’t know
the job, but the baas-boy was driving the
people and the people were fighting the
bosses Now people are doing the job
properly, the people are happy about this
system.They assist the team leader,
whereas they never helped the baas-boy 1
don't see the foreman’s job at the tap floor
now, he's got nothing to do!

Nkosi dcscnbed the collective resalution

here!” Eventually management agreed and
the foreman was removed!

The importance of the new way of
working, in Makagula's view, was that
workers could control their work and
protect each other from the racism and
v of Before, the
manager would comc to tell us to start
tapping and would interfere with our
work in many ways - even though we
knew what we were supposed to do.The
way we now work at the iron plant is one
of the ways I hope to see in

of ‘The leader calls
the whole lc:un 1o say,“Let’s talk with this
gentleman,” because it's many times he has
come late, or maybe when he's present he is
not doing the job properdy.“Let’s get from
him what is his problem.” So the team sits
down and talks to him’

If that didln't solve the problem lhe
leader would call some members from
another team to assist, or even involve a
shopsteward. This was a process of trying
to solve the problem through discussion
ruhcr th:m punishment. Management's

the workplace, because I find myself
fecling happy with the way we work.

in place
if the problcm could not be solved by the
workers. Nkosl stressed that this approach
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also protected worhers from managerial
discipline.'It 1s important to understand
that 1f the man is absent but he reports to
the team, the team can defend im from
management’s disciplinary inquiry because:
they can explun why he isabs nt’

Limitations
There were limitauons to the tap floor
apenment Accordmg to Nhlapo, there

vision of reconstruction and policies for
implementing this vision
Q The presence of an sanovative and
Iiberal manager prepared to co-operite
with worhers and the umon and to take
rishs in doing this
As one of the iron plant shopstewards put
1t "We have tahen the workers out of their
Egypt, now they are mn Jerusalem ' The
racial luerarchy of shill, ncome and power

had not been a shft to real multskilling
He would hase Ihed 1o see the appers
trained 1o operate the furnace as well, thus
abolishing the distinction between tappers
and operators But the tappers’ lack of
formal education made this impossible

Several of the tappers confirmed that
they had not learnt new work shills on the
ing course, since they alrcady had the
shulls o do their job What was new was
the training 1n Teadership shills, and
informatien about how' the furnace worked

Other than that, the cluef contribution
of the tratning course was that it gave
formal recogmition to the informal shalls of
the workers

‘The new organsation of worh on the tip
floors was not based on a reorgamisation of
work and production in the entire plant, bug
was rather like 2 liberated zone' of worhers’
control carved out of the apartheid
worhplace regime This made st vulnerable to
crosion over time.

New SA in workplace

Despite these limitations, the union was
able to combine the traditional miltancy
and sohdanty of the tap floor workers
with 1ts new vision to transform work on
the wp floors. There were three critical
factors 1n the success of this project.

2 The strength of worker solidanity and
miliancy in a strategic location in
production.

2 The presence of innovative
shopstewards empowered by the union

from |, was dismantled
and replaced with the collective control
by black workees of therr work The

‘We bave taken the workers ottt
of their Egypt, now they are in
Jerusalem!’The racial hierarchy
of skill, inconie and power
inberited from apartbeid, was
dismantled and replaced with
the collective control by black
workers of their work.

transformation of work nurtured worhers'
solidarity, democracy and leadership shalls
‘Workteams elected and rotated their own
leaders, removing the racist and
authontanan power of the foreman
Worhers endeavored to resolve problems
of discipline and performance collectvely,
building their collective solidanity and
protecting each other aganst managenal
discipline As another tapper put it,"'We
have established the new South Africa in
the workplace’ %

Karl von Holdr's articles are based on bis
PhD research, undertaken wbite be was
based at the Sociology of Work Unit at
Wits Unfversity He currently heads the

Prog at

Naledt
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Galloway and Stepbens

Melbourne, Australia under the

leadership of James Galloway and
James Stephens won the struggle for an
eight hour working day. These songs arc
in memory of these two great leaders

In 18556 construction workers 1n

Galloway and Stephens
by Alan Parkinson

Who were the mien who led the fight that
won the eight bour day?

The men to whom we owe a debl we
never can repay

Thetr names will live forever though they
lic bencath the clay

1t was no one else but Galloway and
Stepbens

Chorus

It was Galloway and Siepbens who
ploneercd the trafl

Who lead the band of working men
determined to prevail

And so we stand together as their names
we proudly bail

And shout ‘hurrab’ for Galloway and
Stephens

Back in the dark Satanic days, a time
when life was bleak

The waorkers totled from datn to dusk
Jor sixty bours a week

Until they satd we'll make a stand no
time for being meek

We'll put otr trust in Galloway and
Stepbens

Chorus

compiled by Etienne Viok

They were the bonest working men the
Distory books ignore

To tell instead of emperors and jingoistic
war

And crooked politicians worthiess
monarchs by the score

We trade them all for Galloway and
Stepbens

Chorus

We are on the same boat
by Paul Robson

Chorus

We are on the sanme boat, Ob' brotber

If you tip one end, you gonna rock the
other

On the same boat, Ob! brotber

Chorus again

Ob! Lord look doun

from thy boly place

bt Lord bear me, what a sea of space
What a place to launch thy buman race

So be build bin a boat

with a mixed up crow

With the eyes of black and brawn and blue
That's the reason you and [

Have just one world

And just one sky

Chorus again
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‘Not a woof-woof union’

Bulletin: When was NACTU formed?

Ngenkana: NACTU was formed on 5 and
6 October 1986 as a result of the merger
between the Council of Unions of SA
(CUSA) and the Azaman Congress of Trade
Unions (AZACTU)

Bulletin: How many members do yon
Dbave and who are they?

Ngeukana: We currently have 392 000
members We have a great dnerssty of
members mostly 1n the lower end of the
labour market. Qur agricultural union has
about 7 000 members and we also have a
large public sector membership There our
union is the National Public Suctor
Workers Union (NPSWU), formed in 1964
Some of our members in the public sector
are i management

Our ip is located
the country but we are espeaally strong in
KwaZulu-Natal, Gauteng, Northern
Province and Mpumalanga We are also
growing 1n the Eastern Cape.

Builetin: How many affiliates do you
have?

Agcukana: We have 19 affiliates, We
merged unjons in the metal sector and
expelled two affiliates [ast year Sometimes
you have to decline to grow If people are
not part of the vision and principles of the

Etienne Viok and Rugaya
Rees interview Cunningbant
Ngcukana, general secretary of
the National Council of Trade
Unions (NACTU).

federation then they have to leave Our
strongest affihates are the SA Chemical
Workers Union (SACWU), the largest
agnculture union - the National Union of
Farmw orkers (NUF), the Building,
Construction and Allied Workers Umon
(BCAWU) and the Nauonal Union of Food,
Beyerages, Spint and Wine (NUFBSAW) We
have the largest furmture unton, the
National Union of Furniture and Allied
‘Worhers (NUFAW), in Africa

‘We think that our construction union
can do better as the industry has a low
percentage of organisation A federation is
nothing else but its affiliates.

We had to restructure our affiliates and
get them into a new way of thinking and
doing We have to go back to the basics to
realise what we are here for. Trade unions
are about numbers and the type of
members that you are organising.You can
only survive if you orgamse.

Bulletin: Why should a union join
NACTU instead of another federation?
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Ngcukana: The reality is that unions are
just gowng to join NACTU. We have a
constitution, policies and principles which
they have to accept.You have to accept
our policies or you are out. In 1997 we
expelled the Media Workers Association of
SA (MWASA), the largest local media union
with 26 000 members.

Our main policy is the independence of
the labour movement - not to affiliate to a
political party Individuals can. Look at
what COSATU is experiencing If you are
linked to a poltical party that is governing,
you are going to have a lot of divisions
Some will believe that the union must
follow the government’s policics while
others will want to follow union policies.
Another policy is democratic

Bulletin: How are you recruiting new
members?

Ngcukana: The responsibility of
organising lies with the affiliates. Last year
we decided to adopt an organising
programme or recruitment drive, [¢ will
run for a year and we are employing 40
organisers from 1 May. They will be
attached to particular industries Our
seven provincial offices along with ten
organising offices will be involved in the
project. We want one million members by
the year 2005.What we waat 15 to ensure
that NACTU is strong and representative.
We need to have an effective presence in
various sectors if we are to be respected
asan isation. We are not looking to

We want to sce unions have an executive,
exccutive meenngs, constitution and
congresses, They must hold regular
elections and their structures must work.,
It 1s no use to have a2 g union that is
undemocratic

NACTU believes in socialism and we are
unapologetic about it. It is not the
socialism of right-wing politics People are
saying we should consider what is called
‘the third way’ by Anthony Giddcns, the
personal advisor to Tony Blair. It is rubbish
Socialism is still valid. As the working class
in this country, we should fight for the
nationahisation of the commanding heights
of this economy. We should fight that
workers control their investments

Who is Old Mutual? It is ordinary
workers' money. When Mike Levett speaks
as a business person, who makes him a
business person? The pension funds of
workers and the insurance policies of
ordinary people.

‘We don't control those mvestments.
Pension fund and i fes use

get members from COSATU affiliates, we

are looking to recruit new people. Take
Natal - it has 90

unions.This shows that there is great

dissatisfaction among workers,

We will focus on all the sectors in the
recruitment drive, but especially, the
agricultural sector. We have employed an

ini secretary and i to
concentrate on farmworkers. We will
concentrate on the Northern Province,
KwaZulu-Natal, Gauteng and Mpumalanga.
The farmworkers’ situation has not
changed. They are still living in the past,
They see a new president but what has
actually changed for them?

We just had a steategic planning
workshop where we trained the
leadership of NACTU. One thing that
cmerged is that a great number of workers
are looking for a new home.We need to
see what kind of trade unions we are and
‘what sets NACTU and its affiliates apact
from others We need to address the

the monies of working people to attack us.
‘These are the things that as the working
class in this country we need to address.

of workers, look at the quality of
our service, organisers and staff. We need
people that are committed to representing
the workers.
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Bulletin: You want to grow by more than
a 1007, when many workers are moving
to temporary, contract or casual work
Can you do it taking into account this
trend?

Ngenkana: Yes, we need 10 organse and
change the trend Look at the
supermarkets Probably only 10% of their
staff are permanent Esven the
merchandisers are employed by
contractors. In various industries they are
contracting out non-core business, even
government and the munes It's an
ideological question that emerges and, as a
class, we need to condemn 1t We need to
fight thus trend and put pressure on the
government We have legislation in place

Cunningham Ngcukana, NACTU general secretary.

o that we do not have this
hind of insecunty 1n the
worhplace like we did in the
past.We need a strategic
approach on how to organtse
and service casual workers We
are currently worhng on that
Concerming globalisation,
there 1s nothing wrong with a
global economy but there is a
lot wrong with globalisation Tt
i~ an ideological queston of
muliinational corporations, the
morement of capital, trade,
cross-horder transacuons and
the loss of power by countries
These are some of the difficult
things that we are trying to
address and work against

Bulletin: You bave not
recetved as much publicity as
FEDUSA and COSATU Why 1s
this?

Ngeukana: What we have
been focusing on these past
two or three years was
restructuning the federation We are not
secking publicity just to make a name for
ourschves Comrade Bill Fletcher from
Amenica rused an important thing there is
1lus dog called Woof-woof It barks too
much with very little bite It says Don’t do
this If you do, Il bite you' Whlst the
Iabour movement is under attach, people
are just barking.

Let us take the tnpartite alliance -
actually ‘the tripartite alliance plus one’as
Inkatha 1s also part of it. Privatisation is
taking place and unions 1n those sectors
are not doing very much People are just
barhing while thousands of workers are
losing their jobs 1f you don't fight those
things it is to the detriment of the
svorhers We have massive retrenchments
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by a government that lied to the people,
that spoke about ‘jobs for all’.

Take inflation targeting. It presupposes
equality in terms of incomes. It presupposes
that society has been transformed.

Inflation targeting means that you want
to control prices including wages as it is
the cost of labour. Inflation targeting will
hinder reducing the wage gap It will not
help transformation If you sec a
government pursuing such policies and
mouthing transformation, it means there is
no transformation. If you go to public
hospitals today, they were better under
apartheid.The public health system is
going down, the educational system is
going down. People are being lied to.

One of the reasons that in

working class policies.There is a
difference in putting something on paper
and following and believing in it.

Bulletin: How is NACTU staffed and what
structures do you have?

Ngeukana: We have got seven provincial
offices and 47 staff members. Our
decision-making body is the national
congress, the second structure is the
national council, which meets twice a year,
and the central committee, which meets
ten times a year. Representation at the
national congress is proportional® every
union has ten delegates for the first 5 000
members and then two delegates for every

Africa and othier countries arc able to lie is
because of the illiteracy of waorkers in
terms of understanding economics.
Economics determines politics. I don't
agree with Sam [Mbhizima] Shilowa that
the alliance is not formed on macro-

‘The congress elects leadership, decides
on policies and can amend the
constitution It meets once every three
years At the national council every 5 000
members gives you three delegates. The
central committee is the management

cconomtc policy. The basic d

between political parties throughout the
world is on macro-economic policies. And
if you differ economically you also differ
politically. You should not lie to people
and say ‘Let us differ economically’,

You cannot separite economics and
politics.You cannot say we support you
politically but we differ from you on
economic policies If you are privatising,
yout are pursuing right-wing economics.
And you still say*I am a leftist in the
alliance’ It is lying and deceit People are
being lied to and NACTU has a
responsibility to correct this

Bulletin: What are the chances of
merging with another federation?

Ngcukana: We will not set any
preconditions.The only condition is an
independent labour movement with

We have sub- i such as
the i i staffing and i
i The i
consists of the affiliates’ educators. We are
trying to establish a media department and
a publication for shopstewards on

Our
regions and locals sit every month. One of
our campaigns is to revive all our
structures and make sure they all function.

Bulletin: Arc women represented on the
structures? .

Ngcukana: The gender unit falls under
the education'sub-committee because we
believe gender issues are education
matters. There is nothing like a union for
‘women. Women are union members,
‘women issues are union issues. Part of the
problem of the marginalisation of women
is that you have women's committees.
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List of NACTU affiliates

BCAWU Building, Construction and Alied Workers
Union

BIFAWU Banking, Insurance, Finances and Assurance
Workers Union /

HIAWU Hospitality Industnes and Allied Workers Union

HOTELICCA Hotel, Liquor, Calering, Commercial and Allied
Workers of SA

ME: U Stale, Health and
Alled Workers Union

MEWUSA  Metal, Electnical and Allied Workers Unron

NACTWUSA National Clothing ang Textile Workers Union of
SA

NAMPSWU National Municipal, Public Service Workers
Union

NASAWU  National Secunty Workers Union

NPSWU National Public Sector Workers Union

NUF National Union of Farmworkers

NUFAW National Union of Furnilure and Allied Werkers

NUFBSAW  Natonal Union of Food, Beverages, Spint and
Wine

PSU Parliamentary Staff Union

SACWU South Afncan Chemical Workers Union

TAWY Transport and Allied Workers Union

TOowWu Transport and Omnibus Workers Union

People never do anyilung about gender
issues because women are in that
committee

We will have quotas at our congress.
The congress clects the president, deputy
president, three vice-presidents, treasurer,
deputy treasurer, general secretary and
assistant general secretary. At least three of
them should be women At the next
congress we want to s improved
representation and participation of
women

Pcople oppose quotas but if you don't
have quotas then people don't do
anything We will have a quora system for

a particular time and then
stop it

Bulletin: What major
campaigns are you
currently running®

Ngewkana: Our orgamsing,
campagn 1s the major
campaugn We are also busy
with an HIV/ZAIDS campaugn
We have an irresponsible
gorernment that has
allocated only R75-million to
HIV/AIDS

If you are attacked by
another country and it kills
the number of people that
HIV/AIDS is hilhing, would
the gorernment put away
only R7S millon to fight 1?1
don't think so As NACTU, we
take HIV/AIDS as 2 class
wsuc [eaffects those in
poverty The government 1s a
bourgeors government and
because 1t 1s bourgeors 1t 1s
irresponsible. Even the
president makes
irresponsible statements on
HIV/AIDS

The question of education 15 another
major class 1ssue The children of the
working class are the ones that fail and
struggle to get entrance and money to
attend umversities and other institutions It
15 the children of the working class svho
are not assured of a future

A key issue for us 15 education of the
worhers Not the magic wand rype People
must look at their class interest"What is in
it for me as a worker? We want workers to
understand economics and related issues
such as inflation targeting As NACTU we
will organise, mobihse and create an
awareness SADTU and SAMWU workers
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NACTU's national congress is 1ts decision-making body.

have been retrenched, yet they will
support the ANC agaun in the next
elections. You march against job losses but
you support the same government in the
next clections There has to be a public
awareness and workers need to be
educated. If we are able to remove
ignorance we would have done 1 good
job.

Budletin: What are your weaknesses?

Our major K are
organisation and worker education. We
need to improve then.

Bulletin: What is your stance o the
upconing local elections?

Ngcukana: NACTU says ‘Look at the
policics of your party Are they in your
class interest? Then vote! At the moment
we do not say people should vote for a
specific party but it could change. We do
encourage people to participate
democratically.

Bulletin: Are you involved with COSATU
i the marchbes against job losses?

Ngcukana: No, we are not because we
need to understand the basis of their
campaigns.They put people in power and
then fight against the policics of those
peoplc COSATU gave those who are

iGoli 2002 a mandate. They
voted them into office, so COSATU must
accept their decisions. The government
privatises and then COSATU votes for
them again We are concerned with the
stance of the SACPE a communist party,
regarding government’s economic policy.
Dishonesty is the saddest part of South
African politics.

Bulletin: What nessage do you bave for
your members?

Ngeukana: We have gained political
freedom, now we must get economic
freedom as well. The class war is still on.. A
black president docs not mean

I‘ru.domA *
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International privatisation
learning lessons from the Asia Pacific

nvatsaton is so widespread
mernammnﬂy that it s a global

phenomenon The international
body of public sector trade unions, the

Public Services International (PST), has

been monitonng the forms and effects of

pmatisation in the Asia Pacific to provide

a basis for umion strategses The Asia Pacific

monitoring has covered electnicity and

water utilities, health care ~ervices and

Iocal government.

There is a wide diversity of economics

n this region which includes

Q some of the poorest countries in the
world, such as Pakistan,

3 bighly developed countries like Japan
and Austrialia,

3 the ‘tiger ccononues of south east Aua
(ncluding Korea, Malay sia, and
Thailand)

These countries’ governments have

embraced privatisation with varying

degrees of enthusiasm depending on®

2 tharr level of development;

Q the degree to which they have adopted
neodiberalism or had these imposed on
them by the international funding
agencies such as the International
Monetary Tund (IMT)

‘What privatisation looks like

A range of forms of privatisation are being

used in the Asia Pacific, including,

Q commercialisation making publicly
owned facilities or agencies operate on

Mick Paddon identifies how
unions in the Asia Pacific bave
Jought privatisation using
political, industrial and legal
strategies.

commercil hines modelled on those of
the private sector,

O selling exssung facilities or assets;

2 contracung out whole factities, or more
commonly, specific activities such as
mamntenance, cleaming or catenng,

Q de-regulation to allow greater access for
the private sector,

Q an increase in prvate funding of
mvestment and development of ‘joint
ventures®

In some cases umons have managed to

secure agreements with governments and/

or the new employ er to transfer workers
and therr exsting employment conditions
mnto the privatised company However,
prisatisaton has usually resulted

O cuts 1n staffing levels and overall
employment,

Q casualsauon and in health services
de-professionatisation,

3 cuts in wages and conditions of
employment where contracting out
takes place (In many cases, women
workers are most affected )
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Where trade unions are allowed to
organise public sector workers (which
have not historically been allowed in such
countries as Korea), union organisation is
often stronger and more developed in
public utilities and enterprises
Privatisation becomes indirectly and in
some cases directly and explcitly,an
attack on trade union organisation.

Alf the significant privatisations have
nvolved transnational corporations
(TNCs) or taking over

The initial focus of all strategies is to
prevent privatisation from taking place or,
at least, to slow down its progress. Where
this has been impossible, the main
concerns have been to.

Q influence the terms on which it takes
place;

Q provide some protection to worhers
whose jobs are affected. (This is done
through employment guarantees and
maintaining existing conditions of

for public facilities The major actors in
water privatisations have been the two
French TNCs which domunate the water
industry - Vivendi and Lyonnuse des Eaux
- and the British-based companies which
grew out of the privatisation of water in
Britarn in the 1980s, including Thames
Water and United Utilities

In electricity, six European-based and

Unions have also found it important to try
to influence and exert a role in the forms
of regulation which often follow
privatisation

For the longer term, union strtegies
have focused on‘inﬂuencing the way
privatisation is viewed politically and in
the wider community. This has been done
by providing a morc comprehensive

five US-based companics are in
three or more privatisation projects in the
region. Where [ocal firms are involved it
has been as junior partners in a
consortium dominated by ane or more of
the TNCs For example, this happened in
the case with water privatisations in
Adeclaide, South Australia and in Manila, the
Philippines.A number of US-based health

of how it affects
employment, services and overall social
and economic well being, Unions
internationally have devised and combined
O poltical strategies,

O industrial strategics,

Q legal strategies,

O alternatives to privatisation.

Political str i

care providers are also seeking i
opportunitics in the health care systems of
the Asia Pacific Region.

Where hospitals and health centres
have contracted out clinical services (such
as Xeray), or support services (such as
cleaning) or the management of ¢ntire
facilitics, several TNCs, including the
French-hased company Sodexho and
subsidiaries of the UK group P&O, have
taken the opportunity to gain

Privatisation is always a political decision.

‘Campaigns against privatisation are

therefore always political campaigns

requiring political strategies from unions.

‘We have Australian examples from the past

three where union-based political ..

campaigns have:

O successfully resisted and slowed
privatisation; or

a ed to a change in

which has reversed a major state

Developing union gi

Unions in Asla and the Pacific have

il ped i range and of
in to pri

Electricity case sty
In 1998, after a year-long campaign, the main
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Hospitals and health centres contract out clinical and support services

electnaity unions successfully opposed a
proposal by the New South Wales Labour
povernment (one of the states i Australia) to
povatise the state’s electnerty industry The:
Labour gosernment argued that selling off
the power stations, transnusston system and
energy distributors in one go would enable
o

3 repay all the state’s debr,

3 leave a substantial fund from wnch 1t
could pay for 1ts socal, health,
cducation and other pohcres
The union campaign questioned the

anthmetic on wiuch these claims were

based 1t

3 argued that there would be a longer-term
financial loss because the state-owned
industry provides a stream of income,

Q pointed to the additional loss of jobs
which would follow privatisation,

T used internauional evidence to prose that
cnergy prices could nise for many users,

2 used internanonal evidence to prove that
services, parucularly in more remote
areas, could become less rehable

The community wide campaign was buslt

©on an allance berween the unions in the

industry, the major union federation in the
state, and community groups This alhance
successfully defeated the Labour
government's proposal at a State Labour
Party conference and commutted the
government to retaimng a publicly owned
electricity industry The govemment went
to a state election in 1998 with this
programme It was a major contributor to
the overwhelmingly defeat of the
oppositton parties which argued for
pnvausation

Telecommumications case study

Political campaigns have not managed to
prevent the creeping sale of Australias
national telecommunications company
Telstra But they have slowed its progress
and may have prevented the sale going
beyond 9% of the company De-regulation
of Australia’s telecommunications industry
has been underway since the Late 1980s.
When the conservati ¢ coalition partics
were elected to government in the 1996
federal election, their policy was to
privatise Telstra saartng with an immediate
sale of one third of the company The two
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principal Telstra Unions, the

Communications Electrical and Plumbing

Union (CEPU) and the Community and

Public Sector Union (CPSU), argued

against the privatisation of Telstra on the

grounds it:

Q was contrary to their members'
interests;

Q would not deliver any broad public
benefits;

2 would weaken local manufacturing
industry;

0 would put severe strains onTelstra’s
capacity to act as a vehicle for an
egalitarian communications policy.

Their campzaign had support from the

Australian Labour Party and minority

parties in parliament A senate report also

recommended that Telstra should not be
privatised However,all this could not
prevent the sale of a third of Telstra in

November 1997.

Unionists, community groups and
Labour MPs again opposed conservative
coalition partics government six months
later when it wanted to sell the remaining
66% of Telsra This pressure resulted in
povernment having to promise a package
of rural and

successfully communicated the reality of
privatisation in lost jobs and declining
services, particularly in rural areas. In late
1999, the coalition government in the state
of Victoria, which had been the Australian
government most aggressive in pursuing
privatisation, was unexpectedly defeated

The coalition lost seats in arcas shich
had historically been the backbone of its
support but which had suffered most from
the privatisation programme. All of the
Victorian unions contributed to the defeat,
but none more so than the Australian
Services Union (ASU) whose members had
born the brunt of the privatisation of
electricity and the contracting out of local
government services

All the state’s electricity generating
facilities had been sold off to British and
Amencan energy TNCs between 1996 and
1997, and local councils were obliged to
put up more than 50% of their services to
tender with the private sector from the
mid-1990s

The ASU's immediate political strategy
‘was to remove: the coalition government
and then to press for the overturning of
the legislation which obliged councils to

measures worth Aus $1-billion It also
promiscd to sell the shares in a number of
stages.

The sale of the second lot of shares took
place in October 1999, leaving the
povernment 51% owners of Telsta. In early
2000, however, fears about further job losses
nTelstra combuned with doubts about the
ability to maintain services to remote areas
have produced another reaction against any
further sales of the company. It now seems
unlikely that government will sell more
shares in this term of office.

Defeat in clections
Over the past few years, unions ancl
community groups in Australia have

i tender for, or contract out
services. This was achieved before the end
of the year.

Industrial strategies
In other parts of the Asia Pacific where
unions do not have direct links to

parties or ge unions!
have successfully uscd strikes and other
industrial strategies together with political
campaigns against privatisation.

In"the Indian state of Uttar Pradesh, for
example, electricity workers, including the
Electricity Workers' Federation of India
(HMS), have been taking strike action as
part of a recent campaign against
privatisation The state government has

now suspended plans to privatise the |
|

82

SA Labour Bullenrl



PRIVATISATION

clectnaty industry in Uttar
Pradesh 1t has given assurances
to worhers that there will be no
changes 1n jobs or job
structures It has also
commutted itself to mvesung in
the pension trust and general
provident fund Government
wall release unconditonally
workers who were jailed duning
the protest

Even where industrial
campaigns have not succeeded
m halting privatisation, they
hne been fundamentally
important in influencing how
prvausation has tahen place
and,in particular, its impacts on
worhers

The mternational evidence
from around the Asia Paaific s
that while privatisation always
leads to job losses, and
mvariably puts pressure on
wages and terms and conditions of
employ ment, these effects are lessened
when unions have some agreements
which give protection to the jobs and
conditions of existing worhers who
trznsfer to the new, private employer

In some cases, governments have signed

giving

to cover all workers affected by
Pprvatisauon, as the Paksstani gos ernment
@din 1991 in an agreement with the All
Paksstan State Enterprises Workers' Action
Committce.

More widespread in the Asia Pacafic have
been commitments or agreements covering
specific privatisation nitiatives such as those
i the two largest water prvatisations in the
Asa Pacific, the contracting out of water in
Adelaide in South Australiz and Manila Water
Services System (MWSS) in the Philippines
In each case, industrial organssation and
@mpagns have been essential to obtain the

privatisation.

and but

ganisation has proved o
ensuring that the employers or governments
honour agreernents once privatisation has
occurred

Legal strategies
Unions have also used legal strategies to
protect members’ jobs or conditions
where services have been contracted out
However, developing such a strategy
depends upon the existence of a legal
framew ork of industnial relations which
gives general union rights and specific
rights of employment protection

Public sector unions in Australia have
looked with envy at the protection the law
gives to workers in the Curopean Umon
countries The Acquired Rights Directive
gives rights of continuation of
union re ition, and
of terms and
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when an activity or enterprise is acquired
by a new owner. British unions have
successfully used the Britssh version of
this legislation, the Transfer of
1 ings P of
(TUPE) regulauons, 1o protect members
whose jobs have been contracted out. The
ASU tried to achieve the same thung for its
members in Victoria who were affected by
the contracting out of local council
services It applied to the Industrial

ions C (the

court with jurisdiction over industrial
relations matters) to amend the legally
binding national Award which covered all

" in local gove
was put on hold in 1996 because of a
change in national government and
resulting unsupportive amendments to the
federl Industrial Relations Legislation
However, unions in health, financial
services and telecommunications pursued
three separate cases through the Australian
courts They argued that 2 specific clause
in the new legislation required that where
services were contracted out, the existing
industrial agreements covering terms and
conditions of employment and union
rights were also ‘transmitted’ - that is
carried over In late 1999, each case
reached the High Court.The High Court
made three rulings in the unions' favour
on the main issues, including, the
obligation 10 carry over employment and
conditions,

The case

Alternatives to privatisation
A recent example from Korea (with an
anti-union government) shows how the
development of an alternative detailed
modecl for a company can be used

ly to oppose pri The

return for financial support. Unions have

been struggling with the effects of these

Structural Adjustment Programmes and

their active opposition has scen

government imprison many union leaders

‘This is the context in which the Korean

Heavy Industries Workers Union prepared

its alternative to the government’s plan to

sell the state-owned Korean Heavy
The

heavy machinery for power genemtion

and ships' engines.After the financial

collapse of 1997, government's
restructuring plan involved combining the
heavy engineering sections of the two
ailing Korean TNCs, Hyundai and Samsung,
into Korean Heavy Industrics. The

i pany was to be

pnvatised by sales of shares to Hyundai

and Samsung plus overscas TNCs such as

ABB and Sicmens. The enterprise-based

union prepared an alternative plan to.

Q commit the government 1o retain 40%
of the shares;

O give a further 20% to workers through
an Employee Share Ownership Scheme,

Q limit any potential foreign ownership to
a minority.

After 48 days of strikes, government

accepted the union alternative.

‘The union attributes its success to a
combination of.

QO strong union organisation in the
wortkplace;

Q strong leadership in the workplace;

O a campaign to build up community
support in an area where the  »
government has major concerns about
its electoral support;

Q the union's ability to come up with a
viable alternative model. *

Korean government has been pushing for
extensive privatisation as part of
agreements signed with international
financial agencies, including the IMF in
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Jafo country report

Trade unions in

Swaziland

waziland is a monarchy with
absolute power resting n the
Dlanuni anstocracy This situation

predates independence from British
colonal rule In 1944, the Natne

Mobammnred Motala reports on
the labour mouvenent in
Swaziland.

the monarchy into the Briush Colonal
Admunistration and ever since then, the
monarchy has been polically active in
il society

The first signs of resistance emerged in
the period between 1962 and 1963 when
2 small group of militant workers
organssed a series of industrial actions and
demanded better working conditions This
pioncered the anti colomal struggle and
resulted in the formation of a nationalist
party - the Ngwane National Liberation
Movement (NNLC) - based on the
prnciples of Pan Africanism. The colonial
adminstration, with the support of King
Sobhuza II, suppressed the NNLC It only
reemerged as a strong opposition in the
lead up 1o the first post independence
clections of 1972,

In response to this strong opposstion
movement the hing suspended the

and closed This

proclamation of 1973 has had a serious
impact on the social and pohtical life of
Swaziland and to this day restricts political
acuvity Under international pressure,
parhament reopened in 1978 under a new
clectoral system known as the Tinkundla
System Within this system, political parties

are banned and the king appornts the
cabinet and pachamentarians outside the
clectoral process This Iustory of political
suppression has had a negative effect on
the development of not only pohtical
organisations but also trade unions
Swaziland and other southern Afncan
countries are currently undergomg
poltical changes Understanding the
context and role of trade unions 1s.
important as they are an organised social
force that plays a major role in
transformation This article briefly shetches
the position of trade unions 1n Swaziland
and the context in which they operate

The economy

Swaziland is tied to the South African
economy because of s size and proximuty
Some 83° of its imports come from South
Afrnica and South Africa buys 37% of its
exports

Swaziland 15 a small developing country
with the majority of the population tiving
in rural poverty Sixty-six percent of the
population recerved incomes below the
poverty line.This has been sct at Ei48 per
month for a family of six. Swaziland and
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South Africa are members of a common
‘monetary area and in terms of this
agreement one Swazi emalangeni is equal
to one South African rand.The ruml
population, comprising about 70% of the
total population, is worse off than the
urban population. Rural people have
poorer access 1o basic necessities such as
doctors, potable water, sanitation,
transport, electncity, finance, markets,
telephones and newspapers

Employment

Swaziland has a population of around one
million people.Total employment
including informal sector and subsistence
farmers is more than 267 000 people
which is almost half of all the people in
the economically active age group which
comprises 597 961.1n 1995 there were
15 282 persons employed in the informal
sector. Duning the same peniod there were
74 676 persons unemployed.,

Only about 20% of the approximately
10 000 school leavers per year are
absorbed into the formal labour matket. In
the age group 15 to 49, the

27 392 in the public sector.The agricultural
industry is the largest formal employer and
constitutes about 28% of the total paid
employment in the private sector. Manu-
facturing employs 272 of those working in
the private sector and distribution employs
19%. Industry in Swaziland is highly
dependent on agriculture with sugar and
fruit processing being the major
industry.Thus, is

the biggest job creator in the private sector
of Swaziland.Although services are a major

pl uns ibution is to the
public sector.The scrvice sector only
contributes about 8% of employment in the
povate sector.

The South African gold and coal mines
continue to be an important source of
employment for workers from Swaziland
However, the employment of Swazis on
South African mines has dechined by about
one-third in the last decade. In 1991 there
were 16 358 Swazi miners employed in
South Africa but by 1998 the figure had
reduced to 11 686 workers. This decline in
employment is compounding the

rute is about 50%. Formal employment is
predicted 1o grow at 0,7% per year with
the intormal sector marginally higher. The
population growth rate for the same
period is about 3%,

Of the 88 000 formally employed, there
are 60 790 in the private sector and

A

of
South Africa continues to address its own
uncmployment problems, fewer and fewer
Swazi miners will be cmployed

Labour law

Although trade union rights are protected
in the law, they are not always guaranteed

Formal employment by sector 1991-1997
(Department of Labour annual report 1999)

Year Agric & | Mining & Manut. Electr, Constr. Distr. Trans, | Flnance Serv. Total
Forestry | Quary
1991 28210 1 | 16892 [ 179 | st0s | resa | 6497| Goas | 13007  9rsae
1992 23506 599 16787 1188 5985 11937 4891 5094 21148 95135
1993 23196 1062 16575 1833 48614 12268 4534 5486 20958 90326
1994 20940 1246 16237 1128 4238 10842 4268 5920 23 872%0
1995 21887 1126 16558 1180 §537 9823 4155 4813 21956 87038
1896 22437 1138 16170 1189 5001 11889 2703 6168 23169 89864
1997 19330 113 16841 800 5674 11374 3180 5714 24 056 88 182
L3
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and worhers cannot rely on
the impartiality of the police
duning industnal disputes
The legslatn e framesvork
aflows worhers to freely
orgamise, but within a |
represave state, with
consenatne employers and
with union officials being
arrested and harassed Police
have sided with employers
1 industnal disputes

The Wages Act of 196§
fixed mimmum wages and
<condstions of employment
through the Wages Advisory
Board and Wage Councils
Factories and work places
are regulated under the
Factones Machinery and
Construction Works Act of
1972 Workers are protected
under the
2 Employment Act of 1980,
2 Workman's Compensation

Act of 1983,
Q Occupational Health and

Safety Bill of 1999.
Industrual relations are
roverned by the Industrial
Relations Act of 1996 which
has been review ed under the Industnal
Relations Bill of 1998

Employers do not easily grant
recogmtion and collective bargaining,
although they are provided for in the law
Venfication of umion membership is the
first obstacle that employers place in the
path of trade umons Once union
membership figures are disputed then
JSfecogninon of the union and
shopstewards becomes a struggle

Collectnve agreements are provided for
These agreements have to be signed by
both partics before they arc registered
with the industrial court and should not

COSATU supported trade union struggle in Swaziland.

prejudice any conditions favourable to
worhers sct out by legsslation

The night 1o stohe exssts with the
exclusion of essential services Strict
procedures have 10 be followed before
workers can legally go on strike This
complicates the aight to strike i favour of
the employers who have access to
finances for legal representation and are
able to draw out disputes to the extent
that workers are unable to pursuc

Wage regulation

The of wages in ng
is very extensise and all encompassing
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Virtually all jobs are categorised and
minimum wages set

‘There are 25 categories and over 200
job descriptions covered in the regulations

knowing that they are protected if workers
are paid the minimum

The Swaziland National Provident Fund
(SNPF) was established in 1974 as a

covering wages.The

weekly wage for the lowest

job category as agreed to in the Wages
Council effective from 1 October 1999 is
E110,88.

All bargaining is at factory level The
extensive regulation of minimum wages and
the lack of industry-wide bargaining reflects
the weakness of worker organisations in
barganing. Employers tend to rely on
legislated wages and often refuse to bargain

v employees’ savings scheme to
which employers must contribute 50%
and workers to a maximum of E40 per
month, It provides employee benefits for
employed persons once they retire or
become incapacitated. Swaziland does not
have a national pension or any other form
of social net for those who cannot work
and the SNPF is an attempt to address this
although it only applics to employed
persons.

Table: Federation and trade union membership as of August 1999

(Labour Department Registry)

Unlon membership

Swaziland Federatlon of Trade Unlons (SFTU) 83 000
Swaziland Media Publishers and Allled Warkers Union (SMEPAWU) 350
‘Workers Unicn of Swaziland Town Councils (WUSTC) 200
Swaziland Water Services and Alied Workers Union {SWASAWU)

Swaziland Secunty Guards and Allied Workers Unlon

Mining, Quarrying and Allted Workers Unian of Swaziland

Swazltand Agricultural and Plantation Workers Union

Swaziland Engineering, Metal, Automobile and Alled Workers Union

Union of Swaziland Conservation Workers

Swaziland Electricity Supply Maintenance and Allied Workers Union 653
Assocation of Lecturers and Acadomic Personnel of the University of Swaziland 80
Swaziland Hote! and Catering Allied Workers Unien (SHCAWU) 1500
Swazlland Transport and Allied Workers Unlon

Swaziland National Associalion of Civil Servants

Swaziland Post and Telecommunication Services 600
Swaziland Nurses Association

Swaziland Union of Non-Academic Sialf for Higher Institutions

Swaziland and \g Industry Staff 50
Swazlland Federation of Labour (SFL) 11 656
Swaziland Unlon of Financial Institutions and Allled Workers Union (SUFIAWU) 1156
Swazland Commercial and Allled Workers Union {SCAWU) 1500
Swaziland Manufacturing and Allied Workers Union (SMAWU) 9000
Nan-Affillated Organlisations

National Electricity Supply Mainlenance and Allied Staff Association

Swaziland Staff Association for Financial Institutions

Swaziland Posts and < Stait 48
Swaziland Nauonal Association of Teachers 9000
Insurance and Allled Undertakings Workers Union 68

‘Where figures are not reflected, the department Is stlll In the process of verifying unlon membership.
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In 1997 COSATU marthed to the Swaziland embassy in Pretoria.

Trade unions and federations
There are two federations, the Swaziland
Federation of Labour (SFL) and the
Swaziland Federation of Trade Unions
(SFTU) The SFTU is ahgned to

terms of size and sectors, and organises
workers in rural as well as urban work
places

In contrast, the STL1s mtzlly urban-

political organisations, which are calling
for the transformation of Swazi political
life into 3 multiparty democrcy

In 1988 three unions (Swaziland
Manufacturing and Allied Workers Union
(SMAW), Swaziland Commercial and
Allied Worhers Union (SCAWU) and
Swaziland Union of Financial Institutions
and Allied Workers (SUFIAWUY)
«disaffiliated from the SITU and formed the
Swaziland Federation of Labour (SI'L) The
reasons cited by the current SFL leaders
are thart they felt some of the leaders of
the then SFTU were not accountable. The
SFTU remained the dominant federation in

based
commercial and generally shalled workers

‘The two federations organise in
different sectors and do not compete for
membership currently There are however
differences between the two federations

The extent to which these could be
worhed out will determine the extent 1o
which the orpanised workung class can
unite.

Most of the paid workers in Swaziland
are agriculturally based cither on
plantations or n the processing of
agriculturally based products Workers in
these sectors are difficult to organise as
they are spread out geographically, their
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skill levels are low znd they are poorly
paid. Employers can easily replace workers
and this insecurity does not give workers
much strength at the bargaining table.

Conclusion

In 1996 the country had a general strike
where all organised workers were

investors and cutting labour costs will
surely be on their agenda. There is relative
peace in the sub-region with the political
situation in Mozambique and South Africa
being conducive to foreign capital taking
of i pF ies in
all the countries of southern Africa.
Swaziland has lost its comparative

involved. Their ds were ined in
‘what was popularly called the 27
demands, which included both political as
well as work-related demands.

Work-related demands covered
industrial relations issues, job secunty,
afficmative action, employee benefits,
minimum wages and working conditions.
General demands extended to
privatisation, taxation and the poor
treatment of strect vendors by the
government Prior to that, in 1994 workers
also went out on strike in solidarity with
Coca-Cola workers

These two forms of action indicate that
the unions are involved in broader issues
apart from their own members’ wages and
working conditions The strikes also reflect a
Ievel of militancy that worhers are prepared
to engage n to win their demands.

Swaziland is in the process of reviewing
its labour relations with new legislation
recently being passed.This presents an
opportunity for workers to get involved in
teipartite discussions with both
government and business. Business is well

in the ion of

Labour and government is becoming more
open to interacting with vnions.

in this regard as it used to be
regarded as a safe haven for investors in
southern Afnica with investors avoiding
the sanctions imposed on South Africa and
the war in Mozambique.

As the government is forced to look for
ways in which to attract job-creating
investment in the country, svorkers will have
to be more vigilant. The incentives offered
will definitely affect the lives of workers
either collectively or individuzlly as
employers get tax and other concessions
that could possibly erode workers' rights.

‘The trade union movement besides
having to be vigilant about external
pressures, also needs to assess its alliances
and political affiliations.There are many
lessons to be learnt from neighbouring
southern African countries where trade
unions have aligned themselves with
political parties during periods of
transformation.

‘The most glaring examples are in
Namibia and South Africa where trade
union federations have directly affiliated
or entered into alliances with ruling
political parties. Besides having done this,
worker leaders have also taken up senior
positions in the political and .

The Bill

of 1998 allows more than ene union to be
recognised in any establishment, This is
going to be a scrious challenge to the
union movement, as it could have a
divisive influence as unions compete for
members in the same workplace.
Countrics in the region and
internationally are all trying to attract

arms of government.

This has had the result of workers
losing valuable skills and experience, This
close relationship with government
has not always led to worker-friendly
policies and programmes being
Implemented. *

Mobammed Motala Is a reseas cher at Fafo
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A series of articles written and

by the F ivity itute (N

Pl}

Building a nation at worlk:
transformation at the NPI

By DrYvonne Dladla, Executlve Director of the NPI

have played a crucial role in the
davelopment of their national

the majonty of South Africans For most
South Afncans therefore, preductivity was

National productivity crganisations have
ensured that the imperatives of sociat
Justice and social development are linked
to econcmic development In South Alrca,
the NP has been undergoing a process of
transformation to ensure that it can play
precisely such a role

Historical context

Formed in 1968, the NP of the tme
focused on workplace-based productivity
Improvement programmes, trying 1o ensure
the profitability of parucular enterprises or
sectors The labour movement carrectly
perceived these management-led
interventions as being of no benefit to
viorkers, not anly because of the manner m
which they were conducted, but also
because of the impact on employees at
enterprise level

In an era of 1solation, with sanctions and
monopohstic control of the apartheid
-economy, the role of the NPl was clear 1o
bolster profability in the absence of
foreign competition and investment.
Experts, mainly engineers, from Europe
were breught i to the counlry to look at
re-engineering systems, processes and
impreving technology.

With such a mandale, the old era NP1
clearly did not fit the mould of the
international productivity movement that,
already in the 1970s, was beginning to
develop trparuite approaches to the 1ssue
of productvity Nerther was the NP able to
develop any support or legitimacy amongst

Vol 24 Number 2 « April 2000

nota concept, bul a concept
thal sought to perpetuate black inequality
and poverty while entrenching white
prospenty and privilege

“The challenge for the NP1 in the current
context is lo turn a discred ted concept of
productvity into an acceptable and
progressive concept in theory and In practice
—to make it an i1ssue of public policy

Transformation at the NPI
Since 1999, a critical process of
transformation has been under way at the

Q the first truly tripartde (tabour, business
and government) Board of Directors i1s
in place,

a Social Plan and Productivity

Advisory Council (SPPAC) governance

structure has been set up,

O anew executive director heads up a
more representative management
team than in the past,

Q anew, dynamic vision and mission has
been finalised,

3 the brief of the NPI has been
expanded to include a specific role In
the outcomes of the Presidential Jobs
Summuit, including the Scoial Plan and
Workplace Challenge.

o

Shift in strategic direction
But more important 1s the shift in strategic
direction that the NPI has made The new
vision, mission and structure of the
organisatien reflect this change in
direction

a1
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Vision

To be the irrefutable champion of the
holistic, nnovative and sustained
development of South Alrica’s productive
capacity for the equitabte benefitof all in a
socially responsible manner.

Mission
The NP is a tripartite bedy dedicated o the
development and enhancement of South
Africa’s productive capacity by articulating
the spint of tnpartism through research,
information dissemination, traiming,
facilitation, consultation, auditing and
monitoring on all productivity issues and
challenges In order to improve the quality of
life of alt South Africans.

In essence the shift is the recognition:
Q that the tripartite approach s central;
Q that productivity is not only about
operating an enterprise more
efficiently and effectively, but
about social and pohitical factors;
that productity should be
understood rather in terms of the
productive capacity of individuals,
organisations {public and private
sector), communities and other
civit society organisations;
that such produclive capacity
entalls access to knowledge,
skills, resources and technology;
that previously neglected
emerging sectors need lo be
specifically targeted to develop
their productive capacity;
that the uitimate objective of
enhancing and developing the
country's productive capacity is
the improvement of the quality of
e of all South Africans,
This is why the NPI has chosen as its
central theme ‘Building a nation at
work', which was developed from the
speech by President Thabo Mbeki at
the Opening of Parliament on 25 June
last year: ‘At the dawn of a new Iife,

[a]

[}

o
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i (NPI)

d by the

our practical actions must ensure that none
can challenge us when we say —we are a
nation at work to build a better ife.”

Productivity accord

Apart from supporting the African
Renaissance and its commitment to the
Productnity Declaration signed by the
Heads of State of the Southern African
Development Community (SADC) countnes
in August last year, the NP! fully supports.
the urgent need for a productivity accord
among our social partnars.

With such a productivity accord in place
the NPI il be able to execute its mandate
and realise its vision.

For more information contact:

Anton Fisher

Head: Promotions and Advocacy
National Productivity Institute (NP1)
(012) 341-1470

(012) 44-1866

ek
Fax:

e-mail: fishera@npl.co.za
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‘We’re different but still

/

equal’

[4 come from a family that was very

I involved in the struggle. My father

was a teacher who was very

mvolved with sports Therr slogan used to
be,'no normal sport in an abnormal
society’ because of apartheid and because
of government’s position that, for example,
coloured schools could only play with
coloured schools, and white schools could
only play with wlite schools.

Ilearnt a lot from my father who
helieved that all people are equal, and that
all deserve an equal chance, to progress in
cducaton, sport and jobs My father was
sery influential in my life - he used to say
to me that life is about choices, and when
you choose you have to live with the
choices you have made Politically my
father mised me. He used to tell me that
there are no grey areas - everything is
ether black or white,you have to make a
choice, you cannot just sit on the fence.

Education

1 went to Wits University where I studied
law and poliical science. 1 then received a
scholarship to study at Alazar University in
Cairo, Egy pt. Cairo is a beaunful place,
after the initial culture shock. I studicd
. Armabic at Alazar University for a year

1 wanted to major in commercial law
and went to the different employment
agencies One of the agencies sent me on
assignments to different companies, and
one of these assignments was at SASBO -

Rugaya Rees and William
Matlala intervietw Shabieda
Sallie, FEDUSA's gender
co-ordinator

the Ninance Unton That was how I started
working 1n a union

Gender awareness

‘When I talk about gender, I am refersing to
the role that men and women play in their
daily Iife,at work and in society Gender
awareness means being aware that
peoples’ different needs and wants depend
on their sex, their social class, their culture,
their religion and ther age.

Gender should not and does not focus
on women as an 1solated group It focuses
on the roles and needs of men and women
respectively Inputs from both sides are
required to enable changes towards a
greater equality berween men and
women

For unions to survive it becomes
impernuve for them to attract and keep
women in membership, since many
workers arc women This can only be
achieved once unions make women's
issucs a union’s priority At FEDUSA we are
glad to say that we do

Examples include a Gender Awareness
Trining programme specifically for
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women and a congress resolution that all
meetings, training cte should have 25%
women.

Women in unions

Women's participation 1n trade unions has
been lacking, since many female members
are unaware of what the union can do for
them They often do not make themselves
available to participate in structures
because of family responsibilities,
unfricndly times and the attitude of

Lack of and
support are also contributing factors for
not being involved in decision-making
bodies.

Women should be urged not only to
participat¢ in trade unionism, but also to
be involved in the activities and
management of their unions - especially
on collective bargaining councils where

they can have a say on their
future.

‘Trade unions are there to
represent the interests of all
members. Women are in a
more disadvantaged position
when compared to men at the
same socio-economic level.
‘Therefore, the promotion of
gender equality means that we
must pay explicit attention to
women's needs, women's
interests and women’s
perspectives.

In the face of privatisation,
and the globalisation of the
economy, trade unions can no
longer afford to ignore the
other half of the working
population ~ female
workers.

Gender programme
I'm busy facilitating a gender
programme. One of the
questions ashed was, ‘'why all this gender
talk now?'A lot of them feel that South
Africa was excluded from the intecnational
world, however, as the co-ordinator I don't
have any problems. I say, engender your
organisation, cater to the needs of women.
Don’t have late meetings, have them
during the day, as you all know that
women have to pick up children after
work.

Doa't put wage negotiations above
maternity benefits.We don’t come with a
feminist approach. We're not here to
remove men from the earth, We're saying
men and women are equal, we're different,
but still equal. [ have no problem if a man
opens a door for me,

What should be changed?

With regards to legislation, a lot was done
for women. Not all the laws are in place -
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they need fine tuning as we go along The
Maintenance Act is also pood The main
abstacle is attude, especially culture and
tndition

Women's work

A woman always works, so her work 1s.
never done Men who work and leave the
woman at home may think s easy, but 1
feel she works more and it's unpaid He
should involve her in his work, there
should be co-operation

Sexual harassment

We define sexual harassment as the court
has defined it - behaviour that makes the
recipient feel uncomfortable We make use
of the facilitaror traiming workshops from
the Sexual Harassment Education Project
(SHEP) We encourage men to attend these
worhshops as well and actually hope for a
50/50 representation However, we do get
more men than women

Men are sometimes honest - they ask
how far they can go before it's considered
sexual harassment. So we're saying, any
unwanted advances that makes a
co-worker, be it male or female,
uncomfortable, is considered sexual
harassment.And with regards to women's
clothes, I don't believe that the type of
clothes women wear invite sexual
harassment or any form of violence against
women

HIV/AIDS

FEDUSA is hoping to do an awareness
programme on HIV/AIDS, once we have
the funding. We have slotted HIV/AIDS in
Our occupational health and safety
_structure.

We have a draft workplace policy
which we give out in our training sessions
FEDUSA, in conjunction with COSATU and
NACTU, we have formed a labour task
team on HIV/AIDS, We feel HIV/AIDS does

not have a membership - it doesn’t
discriminate, We must therefore have a
labour response to HIV/AIDS FEDUSA 1s
also thinking of sctting up an AIDS chinic -
mainly to give advice and counselling

Goals

I'm hoping to sce constant gender
awareness We go out to educate people
on gender and I hope to se¢e our trainung
programme advance Sometimes women
themseh es encourage women to put a
woman’s view on the budget - we need to
take gender awareness further

‘We need to‘engender’ our brothers in
the unjon movement to realise the gross
inequalities that still exist between men
and women workers

Message to women members
I'd encourage women to actively
participate in their unions Don't just
come when you need us, go to

il and

Partake actively

Scarf

A lot of people say to me, hey you're a
gender co-ordinator, don't you think 1ts a
form of oppression to wear your scarf? In
the union I have not met anyone else who
wears a scarf 1am the only one.

If 2 man had given it to me,1 would say
that 1t's a form of oppression and I would
probably resist the order But for me it's
not oppression - my religion says that I
should dress modestly to protect the
honour of a swoman.

Since I've been in the trade union
movement, my scarf has worked to my
benefit - people are put off guard But
peaple’s perceptions are how they were
socialised and they’re careful what they
say Some thunk I'm religious and that T will
faint if they slip up on a word so they
speak very politely to me* %
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glossary

BCEA
CCMA

COSATU

FEDUSA

GEAR

NALEDL

NACTU
NEDLAC

SMME

Basic Conditions of Employment Act
‘Commission for Conciliation,
Mediation and Asbitratuon

Congress of South Afncan Trade
Unions

Federatlon of Unions of South Africa
Grawth, Employment and
Redistribution strategy

Labour Relations Act

National Labour and Economic
Development Institute

National Council of Trade Unlons
National Economc Development and
Labour Council

small, Medium and Micro Cnterprise

COSATU-affiliated unions

CAWU

Construction and Allied Workers®
Umon

CEPPWAWU Chemical, Energy, Paper, Printing,

cwu

TAWU
1ps
NEHAWU

NUM

NUMSA

POPCRU
SAAPAWU

SACCAWU

SACTWU

SADTU

SAMWU

SARIWU
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Wood and Allied Workers' Union
Communicatlon Workers'

Union

Tood and Alhed Workers' Umon
Institute of Public Servants

Nation Cducation, Health and Alded
‘Workers' Union

Nadenal Unlon of

Mincworhers

Natlonal Union of Metalworkers of
South Africa

Police and Prisons Cavil Rights Union
South African Agricultural, Plantation
and Allied Worhers' Unlon

South African Commerclal, Catering
and Allied Workers® Unlon

South Aftlcan Clotlung and Textile:
‘Warkers' Unlon

South African Demacratic Teachers'
Union

South African Municlpal Workers'
Unlon

South Afrlcan Rajlway and Harbour

‘Workers' Unton
SATAWU  South African Transport and Allied
Workers Union

SASBO “The Finance Union
TGWU Transport and General Workers' Union

FEDUSA-affiliated unions

ALPASA  Alrline Pilot's Association of South

Africa

GATCCA  Guild of Air Traffic Controllers

FGWU  Foodand General Workers Union

HACTU  lairdressers & Cosmetologists Trade
Union

HOSPERSA Hospital Personnel Trade Union of SA

1B5A Insurance & Banking Staff Association

IMATU  Independent Municipal and Allied
“Trade Uruon

IPATU Independent Performing Ants Trade
Union

MISA Motor and Industry StafT Assoclation

MTWU Motor Transpart Workers Union
NULAW National Unlon of Leather and Alied

‘Worhers
NUPSA National Union of Prosccutors of
South Africa
sacu South Afncan Communication Unlon
SADWU South African Dlamond Workers T “..
SAMRI Staff Assoclation for the Motor and
Related Industries

SAIXAWU  South African Independent & Allied
‘Workers Union
SAPTUSA  Pamastatal and Tertiary Institutions

Unton
SATU South Afeican Typographical Unlon
P&T Post and Telhom Assoclation of SA

PAWUSA  Public and Allied Workers Union of €
PHOSA Professional lfcalth Organisatlon of §

PSA Public Servants Assoclation of SA

SAATEA  South African Alrways Flight Engls
Associatlon

SALSA SA Footplate Staff Assoclation

SAOU Suld Afrikaanse Ondewysers Unle

™U Technical Workers Union

UASA United Assoclation of South Africa

WUSA  Werknemers Unle van Suld Afrika
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‘It is a publication which contains
information about South Africa’s

labour market and makes a

valuable contribution to our
understanding the needs of the

labour movement.” -
Membathisisi Mdladlana
Minister of Labour

LABOUR
BULLETIN

aw

“The Labour Bulletin
remains an important
booklet for union members
and officials to keep in
touch with developments
and trends in the economy
generally and the labour
market more specifically.
This is crucial in the
context of the effects of
globalisation in our
economy and the working
class as a whole.” -
Randall Howard, General
Secretary, TGWU

Whether you are a worker or student, an

academic or a manager, a political leader or

a worker leader, you should be reading the
South African Labour Bulletin. Published

since 1974, we believe we are still the most

important labour journal in the country. But
don't take our word for it. Read what other
Ppeaple have to say about the Bulletin.

LaBoug

f( LLETY;

‘,.'

Union investment
‘COmpanies

‘I have a very high regard for the Labour
Bulletin because of its incisive analysis,
comments and reports about the trade
union situation, both within Africa and
internationally.” - Hassan llmnm,

Secrelary General,
African Trade Union Unity (OA "Ill)

‘The Labour Bulletin is a great publication.
Itis very interesting and I look forward to
reading every copy.’'—Muzi Buthelezi,
General Secretary, CEPPWAWU

LABOUR™ 8

BULLETIN

“The Labour Bulletin is the only journal “The Labour Bulletin is not
that covers the issues affecting workers in only useful but it also
depth without sensationalism. We are really Ppoints out new directions
glad as NUMSA that the labour issues are that the labour market is
covered in a manner that ordinary workers taking - specifically
can understand them..."” regarding legislation, the
Mtutuzeli Tom implications of new

NUMSA President technology for workers and

the increasing level of

K activities by large

Subscribe now! companies.”

inei i Clem Sutner

See inside for details. i s




Hospltallty Industry Provident Fund
5th Floor 29 Kerk Street, P 0 Box 62248, 2107 Email: hi
All enquiries to be addressed to the Principal Officer at Tel: (011) 838-3751 Fax: (011) 838-4194

~
The HIPF is a non-profit, independent worker isation that provides retii il and
housing benefits. The HIPF is self-administered and self-insured; it is a national fund that
historically covered workers in the hospitality and allied industries but has recently opened up
membership to workers in all industries.

Mission

To provide superior benefits at the lowest possible cost to workers; to create new financial
services for workers by using retirement monies for social as well as capital investment;
maintaining appropriate structures for worker input on benefit levels and investment policies.

| Benefits

i | Death and Disability: 4 times annual earnings; Funeral: R 7,000 for memher and spouse,
R 6,000 for dependent children below the age of 22 years; Parent Funeral: R 3,000

~  Housing Loans: up to 75% of member's Share of Fund; Compound Interest accruing to
members: 18% per annum. Benefit statements showing all contributions, costs and interest are
issued every six months. Withdrawal (for any reason): full member and employer contributions
less costs plus interest. Badiri Housing Association: section 21 organisation which assists in
providing idised rental ion and houses for

Partners
| All trade unions that have members in the Fund; there are currently nine trade unions with whom
the HIPF has a working relationship.

Structures

Trustees: 50% member elected; 50% employer elected: meets every three months.

Member Forum: advisory structure consisting of one delegate per workplace; meets every six
months.

Auditors
Deloitte and Touche.

Asset Base
R120m

asan A
The HIPF is registered as an administrator with the Financial Services Board and is in a position to
administer other private funds.

Offices

Head Office in Johannesburg; sub offices in Cape Town and Durban.
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