


' Wh does RETRENCHMENT rnean to you...
unemployrment 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 to
expect. However, while retrenchment 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 a comprehensive programme, dealing
effectively with both the emotional and
practical issues.

CALL NOW!

W ould like to hold o free one

lay serminar in your area, fully

explaining the benefits of the
reer Solufions programme

CAREER
SOLUTIONS

108 CHAPEL STREET
PIETERMARITZBURG 3201
PO.BoX 11008
DORPSPRUIT 3206

For more details, please call
Lara Kay (033) 394 5416

TEL (033) 394 5416
FAX: (033) 394 5610
E-MAIL: cre@hutyrenet co za

CAREER SoLuTIoNs - Because People Make the Difference
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outh Africa’s labour market and
development challenges remain

enormous For example, Neclac’s Annual
Report documents a 48,9% matnc pass rate in
1999 and a further 80 000 j6bs being lost
betveen September 1998 and September 1999

This edition of the Bufletin focuses on the
public sector. Ebrahim-Khalil Hassen outlines
debales taking place around unions'
contribulions 1o development and delivery of
social services, and focuses on whether
unions are a selfish elile He stresses that the
debate cannot be held in the abstract and that
clear examples of what unions are doing need
to be examined Brendan Martin's case study
prowides a practical example of how unions in
Sweden are aclively taking part in restructunng
local govemment to ensure service delvery and
protect their members’ interests

Other contributions in this edition highlight
the difficulties in engaging the South Alnican
state as an employer. Dawn Norton and
Randall van Voore's legal column, and
Ebrahim-Khalil Hassen's article point to the
lack of space to negotiate in the context of
GEAR being non-negotiable In an interview
by Etienne Viok, Willie Madisha slams
government for whal he regards as an
unwillingness to negotiate in good faith Both
COSATU and FEDUSA's submissions to the
Portiolio Committee on Provincial and Local
Government Atfairs have rejected proposals
that could undermine collective bargaining and
grant the minister increased powiers to
determine remuneration and working
conditions

editorial notes

Lael Bethlehem details a fascinating and
complex agreement between the Department
of Water and Forestry and unions on the
restructuring of the state's commercial lorests.
One of the lessons from the experience 15 the
need for parties to have the poliical wilf to
negot:ate and a commitment lo co-operate

Qur final contribution to this focus is an
Interview with Makgane Thobejane,
ex-NEHAWU general secretary and now
labour relations specialist for the Greater
Johannesburg Metropolitan Council and ene
of the dnvers of the controversial IGol
process In the spint of promoting debate and
getting different sides to the story, | asked him
to give motivations for the 1Goli process and
comment on why he thinks the unions are
resisting I'm sure the unions will want to
respond, and look forward 1o publishing their
responses in the next edition.

The Bulietin has moved to Braamfontein
Our new details are 1 the box below

Tanya van Meelis
Editor
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redeye

Bosses and commiies

the season of bargaining, REDEYE
has a httle gift for all the unionists who have fo
sit through endless negotiations with bosses: a
new game called Bosses' Bingo!

It works as follows* wnte down each of the
phrases below on a piece of paper Throw
them in a hat Each unionist then pulls four
pieces of paper out of the hat Whenever a
boss says one of your phrases during the
negotations, mark if. The first unionist to have
all four of his or her phrases mentioned,
shouts ‘Bingol’ and is the winner

The phrases are enhanced

\ ines of i L a
for . value

added, challenge the growth curve, production
efficiency, regutated flexibliity, cultivate
relationships, empower people, maxmum
polential, mutual trust, changing environment,
impact on the bottom line, far-reaching

reach it
means, rigorous consultat:on, financial
constramnts, focus on core activilies, higher
than the Industry average, sharing the pie and
open exchange of information,

Look out for the upcoming edition of the
game for bosses entilled, ‘We, as the union,
demand .." and the return of the all-time
favourite version featuring the spesches of
Tony Leon.

COMMIE TRAITORS

So often In left wing circles, REDEYE hears
about some former comrade who has gone to
work for government or, heaven forbld, the
private sector. That camrads is often fiercely

cnticised. Well, REDEYE was imagining how a
similar move 1n capitalist crrcles would be
discussed-

Boss 1: Did you hear about X who has left
multinational Y to join the
government?

Boss 2: Can you befieve that? | always
suspected that he was not fully
committed to the free market. He
probably supports state intervention.

Boss 1: Rumour has it that he might have
voted for the ANC in the elections.

Boss 2: Thatis nothing Apparently, P left a
wonderful job as IR manager at
company Q to foin the unton she was
warking with

Boss 1: That means she will be negotiating
against her former colleagues. How
can she live with her conscience?
She Is probably earning peanuts now.

Boss 2: Someane once heard her speak
fondly about a soclal democracy and
worker participation | always thought
she might be a commie. Apparently
she does volunteer work for the
Workers' Library What a traitor!

(Names have been changed to protect the

mnacent and to stop the multinationals from

suing )

SUBSCRIPTIONS SLIP -

The problem with using consultants with no
union experience to do union education is that
they I baslc

Like the consultant who thought when
unionists budgeted for ‘subscriptions® they
were wanling to buy magazines!

4
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Coletane Markham

We remember Coletane Markham as a
courageous and feisty labour journalist Her
wviolent death in May 1s a major loss to
ano a very

rellection on a society that seems unable to
curb the appalling levels of viclence against
women

We first met her as a graduate student in
industnal sociology at Wits in the esghties She
stood out as a person with considerable
inleligence and a great passion for the
underdeg She was quite tearless in her
opinions and would not tolerate hypocnsy and
sloppy thinking

After gradualing she was employed by the
South African Labour Bulfetin as a wnler and
researcher Her article on the 1987 miners'
strike remains the best account of this stnke
wnitten It was a difficult time for the fabour
movement, the state was on a full offensive

obituary

against trade umons and staff of the Labour
Bulletin were harassed by the secunty police
Coletane was a piltar of strength during this.
period and was not istimidated by apartheid’s
bullies R

1t was also a penod of intense pofitical
confiict within the trade unions Coletane was
deeply troubled by this, and her article on the
CCAWUSA sphit stands as a courageous
attempt 1o analyse this reality with her usual
unilinching honesty [t1s difficutt for those who
were nol active at the time 1o understand the
intense pressures on intellectuals to
whitewash the nastier aspects of internal
union politics

it1s with deep sadness that we pay trnbule
to this remarkable woman On behalf of the
editorial board we would like to convey our
condotences to Coletane’s parents

Eddie Webster and Karl von Holdt
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THE LAW AT WORK

Essential services

assessing the wage arbitration

ast year’s wage negouations between

Lhc state as employer and unions in
the public sector were particularly

adversarial Thousands of public sector
workers went on strike towards the end of
July and intermittently in August 1999 in
support of their wage demands. However,
in terms of section 74(1) of the LRA
workers employed in essential services
(mainly in hospitals, prisons and police
stations) were denied the nght to strike
and therefore resorted to arbitration to
settle the dispute.

The dispute concerned the partics
failure to reach agreement on wages and
other terms and conditions of
c¢mployment for the year running from
July 1999 to June 2000.The unions
demanded a 7,3% on average wage
increase and the state implemented a 6,3%
wage increase. The parties were thus just
1% apart, This 1% amounted to an increase
in the wage bill of approximately
RS40-million.

History of the dispute

In January 1999, the unions in the Public
Service Co-ordinatng Bargaining Council
(PSCBC) met to discuss their wage
demands, Each union abandoned its
individual demand and formulated an
agreed joint demand of a 15% wage
increase, amounting to R7,G-billion. In

The arbitrators in the essential
service wage dispute in the
public sector found in favour of
the state and against the
unions. Dawn Norton and
Randall van Voore discuss the
various arguiments presented
by the parties, the reasons for
the arbitrators’ award and
some possible implications for
labour:

February 1999, following the Minister of
Finance’s budget speech, the state tabled
its offer of 5,7%.This was the amount
announced in the budget and the
mandated figure for government
negotiatoes for increases in public service
wages. [t amounted to R3-billion. In April
1999 the unions in the public service
declared a deadlock with the state.

In May the unions referred the wage
dispute to the CCMA for conciliation. The
parties met that month, but the dispute
remalned unresolved. In June the unions
made a request for arbitration in terms of
section 74(0) of the 1995 LRA.

During late July and early August

Column contributed by Cheadle, Thompson and Hays
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varnous members of the untons imohved in
non-cssential services went on strihe and
those in essential services pursued the
route of arburation as the law precludes
them from stihing

On 12 August 1999 the state notficd
the unions that it would smplement an
average 6,3% across the board wage
ncrease (
cducation sector who reccised 7%) with
cffect from 1 July 1999 By the time the
arhitration began in November 1999 the
<tate and unions were 1% apart.

The arbitration ran for 2§ days between
November 1999 to May 2000 The
arbitrators were Samh Chrisue (chair),
Mahomed Jajbhay and Lavery Modise All
n all the parties called 17 witnesses to
tesufy

xeept for employees i the

The participants

There were seven apphicants in the
arbitration, divided into tw o main groups,
namely the COSATU umons, and the
“independent umons’. The COSATU unions
consisted of NEHAWU and POPCRU The
independent unions consisted of PSA,
PAWUSA, HOSPERSA, the Natonal Public
Service Workers Union (NPSWU) and the
South African Police Union (SAPU) The
state was represented by the Minsster of
Public Senice and Administration All the
parties are members of the PSCBC

COSATU union arguments
During the course of the arbitmtion, the
COSATU unions advanced the following
arguments which were largely supported
by the independent unions®

Increase of 6.3% lower than inflation
The COSATU unions argued that the
historical inflanon rate for the year 1998/
1999 should be considered as that figure
was known and certain, and was the only
measure for quantifying how employees

THE LAW AT WORK

had maintained or improved ther real
carmings or standard of Ining Core
inflation (the measure whieh excludes
terest rates and food prices as they are
volatile indicators) averaged 7.7% for June
1998 to June 1999 and CPI {consumer
price index) averaged 8% for that same
penod

Need for minimum standard of living
CASE (Commumity Agency for Social
Enquiry) conducted a survey of just over
200 NEHAWU members working in the
health sector The results of that survey
show ed thar

0 approvimately two thirds of those
members are the sole income camer in
their households,

A they provide financial support to
unemployed dependants;

Q@ most of the houscholds are 1n debt (10
the value of approximately twice these
monthly wage)

Evidence led duning the arbitration

revealed that income levels are such that

for many lower level employees the offer
of improyed benefits i the pubhc service

(such as medical aid or the housing

subsidy) remained an aspiration, because

workers could not afford the employee
contribution to those benefits

Working conditions

The COSATU unions argued that police
and prison staff arc 1n high nsk, stressful
occupauons and that they therefore necd
to be compensated for the risks they tihe
Evidence led at the arbitration revealed
that 573 policemen had commutted
suicide between the years 1996 to 1999
Cthis 1s on average 22 umes higher than in
the civihan population) Tor workers 1n the
police, prisons and health sector there had
been an increase i workload due 10
expanded free health care senvaces, nising,
crime, and a*freezing’ of posts

Vol 24 Number 4 « August 2000



THE LAW AT WORK

Inucreases lower than the norm
The wage increases negotiated between
NEHAWU and other health care
for ple Lifecare,
Hospual, Medscheme were benween 7,5%
and 9,5%. Furthermore (as a witness for
the state conceded) the final demand of
the umons was closer to the general levet
of wage scttlements of 8,2% in the
economy. Thus the wage increase of 6,3%

the
and whose services are critical Cessential’)
could not bring their bargaining power to
bear on the negotiations. The COSATU
unions argued that the arbitrators should
factor into their deliberations the fact that
employces were denied the most
important means of influencing the
outcome of the wage negotiations.

nd

was below the norm of wages i
for that peniod

Arms deal

The COSATU unions questioned the state's
consistent application of its stated policy
goals of reducing poverty in the light of
the recent arms deal which would cost
R29-billion The COSATU unions argued
that the state’s suggested teade-off
between conservative wage policy and
social delivery could simply not be
sustuned in the light of defence spending
Furthermore, it was implausible for the
state to seek ta justify a fulure to pay an
additional 1% increase on the basis of the
aeed to divert resources to social delivery
purposes when resources of such
magnitude had been found for purposes of
dubious sociat value - the cost of these
arms was approximately 125% the annual
health budget.

Strikes —a weapon denied
Lssential service workers are precluded
from stesking and thus could not exert
pressure on the state by this means during
the wage negotlations, If the essential
workers had gone on strike,
services at the hospitals and se

icity with
respect to prisons would have been
enormously jeopardised, and this may have
influenced the state to consider granting a
higher wage Increasc. Essential service
workers who constitute a significant
proportion of the employees covercd by

1t union ar its
During the course of the arbitration the
mndependent unions supported the
arguments presented by COSATU and

the g :

Collective bargaining largely a sham

The independent unions argued that any
agreement reached at the PSCBC was
i i to'parliament. Tt
was therefore not possible for the parties
to reach a genuine agreement in the
PSCBC as the agreement relied on
parluunent’s will for ultimate financial
i The ind. unions
argued that the state was duty bound to
bargain collectively with the unions and
failed to do 50.The independent unions
referred 1o relevant sections in the
Constitution, the 1995 LRA and the PSCBC
constitution which entstled the unions and
encouraged or alternatively obliged the
state as employer to engage in collective
bargaining

Allocation for increase in bublic sector
wages preseuted as a fait accomplt
The independent unions made the point
that the wage allocation (known as the
Improvement Conditions of Service (ICS))
Wits approved by cabinet as early as
September 1998 and this impacted on
collective barganing as the state was
constrined to contain the wage increase
within the perameters set by the ICS vote.
The independent unions argued that the

8
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reasonable needs of employees
could not have been
considered or taken nto
account, as there was no union ON
imohement 10 arcvang at the
figure of R3-billion /

State uncompromising
During negotiations the state
adopted a nigid, inflexble and
uncompromusing approach In
this regard, the uruons held that
salary increases offered by the
state swere based entirely on
macro-cconomic
consideravons and inflanon
targeung The unions were
crtical of the state’s implied
asseruon that the arbatrators
Were not competent to nquire
into these pohaies as they fell
within the realm of policy-
making which was the
prerogatne of the government
State could pay 1% increase i 1999,
The umions argued, for example,

that ihe South Afncan Revenue Senice
(SARS) had collected revenue in the past five
years in excess of R25 billion above target
Witnesses for the state conceded that the
addisonal 1° could be found from avadlable
resources, but thatit was a policy choice to
reduce peronnel expendsture in the public
secior.

The state’s arguments

Duning the course of the arbitration the
state advanced the following arguments

Macro-economic policy

The amount allocated by parhament 1s
primanly a consequence of the
application of macre-ecanomic policy and
the budgetary framework, which are not
matters for collective bargaining

Unions involved in non-essential services went on strike

THE LAW AT WORK

| GOVERNMENT
- EXPECT 107,
MANAGEMENT  £om us, But
15 NOT EVEN
PREPARED 10
GIVE US 7,3%

A\

The state argued that it was duty bound
to make chosces about the distribution of
resources, in a society such as ours where
the needs of all South Africans (not only
members of trade unions) were potentuatly
limuless Those decisions had to be guided
by policy choices Those pohcies had the
endorsement of parhament and therefore
(by implication) the majority of South |
Africans The state argued that the goals of
1ts macroccanomic policy; best
exemplified in GEAR, were the long term
growth of the cconomy, the chmination of
poverty and the creation of jobs

Collective bargaining process

The collective bargaining process in the
PSCBC is subardinate to parlament’s
ultimate deaision-making power The state

Vol 24 Number 4 « August 2000



THE LAW AT WORK

referred to varsous clauses in the
Constitution (s ining to

wages m the public sector had increased
by 48% while inflation for the same period

finances and public admunistration) and

various statutes (such as the Exchequer

Act, 1975, and the Financial and Fiscal

Commission Act, 1997) which stipulate the
of and

by 31%. €,
could now enjoy bencfits like pensions
and housing allowances available to
employees previously denied during the
i) id years.

monies The state argued chat:*The PSCBC
cannot 1n law usurp the funcuons of
parliament, Nor can the state abdicate its

Sector differences

Collective bargaining in the public sector
is different from collective

and statutory

of ing fiscal policy,

the budgetary framework, assisting
parliament with the allocation of spending
within the budget and implementing
pacliament’s approved budgetary
allocation. *

Final offer reasonable and fair
The state argued that 6,3% was a fair wage
increase having regard to economic and
fiscal pollciu budgetary objectives, and

ble needs Furthe: ¢
the state argued that salary levels in the
public sector compared favourably sith
various household income and subsistence
levels.

Public scctor employees, so the state
argued, are in the top 30% of all wage
caeners in South Aftica The state conceded
that it could, at least in theory, always
afford to pay more, by increasing taxes or
increasing borrowings from other
countrics The limits on government
expendsture on wages had therefore to be
determined by policy choices that
government was required to make
exeeuting its duty to govern,

Reduce personnel expenditire

The state argued that it was necessary to
contain wage increases in the public
sector in order to increase non-personnel
expenditure, especially infrastructure, to
improve service deliy he state pointed
t0 the fact that between 1996 and 1999

in the pnivate sector. In the
public scctor the rationale for decisions
are ideological, political and sacial,
whereas in the private sector the rationale
for decisions is profit driven.The state as
employer in the public sector is required
to bc lmnsp:lrcnl and accountable in

d king, and these ch:
do not feature in the private sector. The
government (in contrist to the private
sector employer) discloses the figure
budgeted for annual increases and thns figure
15 the mandate given 10 its negotiators and
constitutes the opening offer tabled at the
PSCBC.This ‘showing of hand’significantly
construns the state dunng collective
bargaining. (During private sector collective
bargaining, trade unions do not know the
employer's mandate.)

Some legal issues

The nature of essential services

‘The essential services include the South
African Police Services, correctional
services, the Department of Health, pait of
the Department of Welfare and a small
section of the Department of Justice.
Lmiployees in these departments are
prohibited from striking over marters of
mutual interest because the nature of their
work is of great public importance. In
exchange they have the right to
compulsory arbitrtion over matters of
mutual interest,

0
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Nurses are precluded by law from striking

Arbitration in terms of the LRA
The arbitration was held 1n terms of
section 7 §(-9) and (5) of the 1995 LRA
Because essential service workers are
precluded from participating in stohe
action they may, after refernng the dispute
to the council or CCMA for conciliation
(and conciliation fails), refer the dispute to
arbitration

Any award made which has financial
wmplications for the state requires
parlamentary approval 1o make the award
binding If parhament decides 1o pass a
resolution that the award 1s not binding,
the dispute must be referred back for
further conciliation and arbitration of
necessary Because the award made by the
arbitrators was in the state’s favour, e the
arbitrators found that the state’s
implemented wage offer of 6,3% was fair
and reasonable, the award did not have to
£0 to parhament for their approval

Award and reasons
The arbitrators found that the state’s reliance

THE LAW AT WORK

0Nty macrocconomic policies, most
expressly exemphfied in GEAR, to
jusufy s approach to collectne
bargaining w.as appropriate and that
the implemented wage nerease of
6,3 wis fir

Furthermore, the arbitrators found
that 'the legal construnts on
collectne bargaming created by
{the] parlumentary process did not

undermine the employees nght o
collectn e barganing nor did the
budgetary process mahe the
outcome of collective bargaming
unfar

Implications for unions
It may be desirable for collective
bargaming to happen at the same
ume as or preferably before the
budgeting process

For the unions, the agreement reached
could then be included in the budget The
advantage for the state would be that it
would not be required 1o show its hand
during collecuve bargai

ing However it
would be unreasonable to, as it were, hold
the state to ransom by prolonging
collecus e barganing (or mstituting strike

budger.

The state’s hey argument (approved by
the arbitrators) concerns its macro-
economic policy which justficd its wages in
the public service Accordingly, of the trde
unions want a better wage deal for ther
members it mahes some sense to challenge
those policies The labour movement needs
10 assess the efficacy of arbitration 1n terms
of section 74 as a subsutute for the right of
cssential service workers (0 strike in support
of salary demands %

Daten Norton and Randall van Voore are
attorney s at Cheadle Thompson & Haysom
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Jocus: the public sector

Social or selfish?

progressive trade unions and public

service delivery

Tud;\y, an important debate on the
role of trade unions is unfolding
Two groupings - each with many
viruants - are contesting thus space.

On the one hand, there are those that
argue that unions must sacrifice wage
demands in the national interest. The best
example of this was the stance adopted by
the minister responsible for public service
during the 1999 wage dispute. She argued
that"The amount the government pays its
1.1 million workers accounts for 51% of its
budget, after mecung iaterest payments If
the wage bill continues ta rise, we will put
at r1sk even the meagre socal services
otfered by the government, Very few South
Africans will agree to cuts 1n the education
budget - which will mean even greater
difficulty in providing stationery and
books - or the critical schoot building
programme. (Fraser-Moleketi, 1999)

Strspped to its essence, the quoted extmet
mmplies that a trade-off eaists between wages
and service delivery. Following from this
trade-oft, unions are urged often with calls
o u patriotic duty) to reduce wage demands,
Failure to reduce these union demands leads
to trade unions being aceused off being
‘economistic’ and selfish.

COSATU unions have criticised this
wage-service delivery tmde-off at many
Jevels, For instance, the wage bill has
sed in real terms (after accounting
lon), which refutes the claim that
the wage bill has been increasing

Ebrabim-Kbalil Hassen
examines different views on
whether COSATU trade unions
are contributing to public
service delivery or acting as a
selfish elite.

exponentially. [Towever, unions concede
that the swage bil has not decreased as
quickly as spending on other social
services. The unions see this as an
outcome of fiscal conservatism, rather
than reckless wage increases. Morcover,
the sharp decline in social spending
neither supports government's call to
accelerate delivery or the unions’ call for
Ifelne tariffs and a basic income grant
On the other hand, it is argued that
meeting developmental challenges
requires new approaches in the public
service. Tor instance, Smuts Ngonyama
argues that:'It (ie a new way of doing
things) requires a certain level of
dedication from civil servants 1o
understand that Batho Pele is about
putting peaple first in the dehvery of basic
services. It is about the clerk who
volunteers to stay an hour late becanse
social pension payments need to be
processed on time. ... It s about the
teacher who volunteers to offer week-end
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classes, early in the heginning of the year
to assiststudents wath therr studies L 1eis
about the policeman who refuses to
accept a bribe o destroy a dochet which
has evidence that can lead to the
convicuon of wrong-docers in society
because this adds to general law lessness”
The question posed in this manner

clicits a wide agreement that sernce
delneny needs to be improved Morcover,

posing thss question in this way opens up
questions of how untons mobihise their
members, the campagns that unions
embark on and the nature and content of
the bargainimg agenda More importantly,
this approach opens up the possibilit
a jont umon-government approach to
public service transformation.

This approach, how e er, poses several
isstes for umons Tor instance, supporung
volunteer work has implications for
implementing the BCEA in government. In
another instance, what approach do
umons adopt to improve productinity in
the public serice?

A central weakness of both posiions
being advanced 15 that they often do not
e a substantive account of trade union
strategies Instead, we are treated to a
literal reading of Marxist-Lemunist classics
and shoddy historicatl accounts of COSATU
from those arguing a simple wage-sen ice
delnery trade-off Others focus on service
deli ery, without scanming umions’
imohement in service deln ery.

s of

New terrain - new str ies?

have been given to multiationals - go
even further They argue that vase
differences exist between nauonal umon
offices and locals Untons for therr part

have ealled manager's ‘unslate neo-

Iiberal’ and ‘union busters'.

Beyond the cutand thrust of public
service restructuring, COSATU had
attempted to understand the new and
changing ecconomic, pofitical and social

nats Sep T C i
on the Tuture of Trade Unons

The commisston outlined a4 programme:
that st called socsl unonism ‘Social
umonism is socal in the sense that it s
concerned with broad sociat and poliucal
issues,as well as the immediate concerns of
its members It aims to be a socal force for
transformation Its goal 1s democrmacy and
soclism Its mfluence on socicty is based
onats organised pow enits capacity to
mohbilise, its socio-cconenic programme and
policies and 1ts participation in pohtical and
socal alliances It s commutted to worher
control and democracy, and to mantaining
its character as a movement It is proactive
and effectne. It is able to negotate and
monitor complex agreements wath
gorernment and employers Itis able to
make important contnbutions to nauonal
and social development!

The term <ocial unionism 15 also called
strategic unionism, transformatn e
umomsm and other terms This onentation
implies at least:

Q trade umons redefine their

One of the sharpest enticisms of COSATU
1s that 1t has not grappled with improving
public service delnery while meeting 1ts
members’interest Many public sector
managers argue that globahsavon and its
realities require the unsons adopt a less
strident approach to restructuring the
public service. Managers 1n Nelspruil and
Dolphin Coast - where water concessions

< to include the broader
working class,

Q trade umons attempt to strengthen the
interconnectedness between worher
struggles and socictal transformation,

Q progressne trade unions seek to use a
muxture of negotations, mass action
and policy.interventions to advance the
cause of the working class,

O mde unions have a socal project 10
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FOCUS THE PUBLIC SECTOR

cradicate poverty, reduce income

inequality and broaden owncrship of

production and decision-making
Social unionism as an orientation reflects a
trade union response from resisting
apartheid to unions locating themselves in
a young democricy charctensed by acute
mncome inequality, large poverty and
concentration of ownership. This strategic
orientation of progressive trade unions
remains a valid one today At the level of
tachics, the exact mix between
negotiations, mass action and policy
interventions requires a lngh level of
orchestration and co-ordination to be
successful. For instance, one criticism
levelled at COSATU is that since 1994 it
has placed too much focus on negotiations
within the allance and at Nedle. This has
led to many arguing that the trade union
movement is losing touch with its base as it
becomes more and more istitutionahsed

Others argue that affiltates have all
attempted - with varymg degrees of
suceess - to build shapfloor controt and
to create a new layer of shilled and
committed shopstewirds Today, most
think that COSATU's continued role in
improving service delivery lies in
arganisational renewal coupled to new
forms of worker secunity and improving
public sector capability.

Tlowever, applying this orientation in
pracuce is often complicated by
uailaterdatism by public service

from government is not just a local
government problem. Unions in state-
owned enterprises, the public service and
universities have experienced an increase
in unilateral action by management. New
ways of organising and negotiating are
required 1f this managerial autonomy is to
be replaced wath joint union-government
restructuring

An alternative view is that under
conditions where the working class is
under attack it is futile to speak of
negotited settlements, According to this
View, resistance o privatisation and
unilateralism need to meet head-on.
Morcover, this view argues that unions
need to 'bring things to a cf Whilce
resistance to the wdeology of privatisation
must be supported, the danger of this
approach s that unions close spaces for
creating new forms of security and work
in the public sector. More importantly,

adopting this approach reduces the
umon's role in imagining and
experimenting with public sector

alternatives to improve service delivery.
Less esoteric s the simple realiy that
where resistance has been the only union
weapon unions have lost these battles.,

Transformatory bargaining
Since 199§, wnions have made significant
gains These gains have been made when
management has sought union

Tor example, the Johanaesburg
metropolitan council has indicated that
over 40% of the Igoli 2002 plin has been
implemented Whilst the exact nature of
the plan s beyond the scape of this
article, the outcome is that unions, despite
their opposition, have failed to reduce the

Is in deci ng The
ructuring of water supply in Odi .
championed by SAMWU is onc example.
Inaddition, in the public service, wage
agreements have been linked to
productivity and promotions systems
These new and Innovative agreements
demonstrate the value of inking

managerial di ion in i this
plan This miises questions on how to
mobllise, organise and negotiate for
developmental restructuring Unilateralism

to transformation ot the public
service, (See box opposite.)

However, the rise of unilaterialism by
public sector management has made these

14
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Social unionism in practice

Social unionrsm are
n bargaining, restructunng a’nd union

activity /

Bargaining

Agreements that indicate a wider programme

of public sector transformation nclude

A Development appraisal for teachers This
agreement provides for continued
improvement in teaching The appraisal
system soughl 1o provide a means to
monitor and improve teacher
performances

3 Discipiine and incapacity code The code
provided for ssimplified and fair
procedures In disciplinary cases

9 Upgrades for prosecutors The salary

upgrades for prosecutors were agreed to

to retain stalt in the justice system The

agreement also marks the first ime

institutional level productivity was

explicitly included in a bargaining

agreement

Skills, service and personne! audits This

mnovative agreement provided the

means to determine a nght size

viarkforce/statf component

Unfartunately, this opporiunity has not

been utiised by the state.

5]

Restructuring

Restructuring experiences have been a
‘bifter experience for trade unians'. Trade
unions sought to advance transtarmation of

stale and advance worker nghts.
through framework agreements The
promise in these agreements was for
consultative and open processes Yet, the
National Framework Agreement on
Restructunng of Stale Assels and the
Framework Agreement on Municipal Service
Partnerships have seen the unions being
margmnalised, and the agreements not being
implemented

Union campaigns

Several unions have been involved in wider
societal tssues in the form of campargns and
programmes These experiences include the
HIV/AIDS campaign at a naticnal level,
volunteer work by police persons over the
hotiday seasons, training for teachers and
training of community plumbers While
unrons have sought to reinforce the state
through these experiences, unions cannot
resolve wider state failures

Engaging parllament

COSATU has played a constructive role in
the legislative process The COSATU
paramentary office has provided input and
submissions on a range of legislation
COSATU has also sought to ‘open up’ the
parlamentary pracess, through calling for a
Budget Reform White Paper The process of
lobbying par:amentanans has also seen the
use of issue-based coalitions on the Open
Democracy Bilt and the Child Weltare Grants

types of agreements more difficult to
reach The public senice negotiations are
the best example of this In the space of
18 months, the strong Iink between
‘COSATU-affiliated umons and government
- often called the ‘coalition for change’ -
has been croded Only the optimsstic
would arguc that restoring this
relationship of 'win-w in’ negotiauons is
possible under current conditions
However, the challenge remains for trade

unions to provide leadership on progressie
public service transformation. Recent
discussions in COSATU on a tabour policy
for the public service potnt 1o a willingness.
10 provide this Ieaderstup These unfolding
experiences will provide important
ndicators of whether trade unsons can craft
a with

that have adopted worher-unfriendly
posuons The prospects are not good as
government’s transformation goal seems to
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COSATU public sector unions have been criticised for taking industrial action.

Pr

and government. Public sector managers in

ruling has made government confident
(perhaps overconfident) that it can justify
its posttion by pomung to its economic
and fiscal programme. Transformatory
bargaining - which links worher security
and public service transformation - will
thus face it's most important test in the
current round of negotiations Unions in
the public service face the mammoth -
but not impossible task - of ensurg that
the state's narrow and

the Is and local argued
that government departments or
associations to which they belong (ie South
Aftican Local Government Association)
could not bind them. The legal argument
‘was i persuasive one from a narrow legal
point of vicw. Moreover, paliticians that had
signed the agreements often left unions to
fight thesc legal battles Conscquently, these
agreements fuled to provide the necessary
protection for workers in the restructuring

agenda is changed 1nto a wider
developmental agenda,

Good faith agreements

Onc area where unions have learned bitter

Unuons, however, need to improve in two
areas First, unions have not yet instituted
processes (o redefine the status of
fegatating partners Tor instance, changing
the status of the South Afncan Local

tessons is in signing
with government, The signing of the
National Framework Agreement on the
Restructuring of State Assets and the
Framework for Municipal Service

Partnership offered much but delivered very
Inttle. These agreements have been
incflective because they have been
unenforeeable, Both agreements were signed
at.anational level by trade union federmtions

(SALGA) from an
toan isation will
provide the space for negotiating national
agreements that are binding
Sccondly, unions have not been
cffective in translating framework
nto at
an eaterprise or local council level
‘Therefore, the framework agreements
are correetly called ‘good faith' agreements
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and have litle practical value. In the new
rounds of negotations unions should be
better prepared to negotate agreements
that are both poluically and legally binding
due 10 these 'hitter’ expenences

'

Campaigns
The most interesung and innovauve area of
union’s cagagement in service delnery has
been inats campaigns and projects SADTU,
for mstance, runs a national programme o
tran truners on outcome-based education
This programme ums 1o give practical
expression 10 SADTU's commitment to
serving its members’ professional interests
Lven more ambitious is the Operation
Fundisa campaign. This campaign based in
the Lastern Cape is intended to improve
teaching and learmuing through

alone Neither can it be reduced 10 2
simple wag « delnery trade-off
Instead, the practice over the Iast seven
years indecates that unions have been
willing partners in improving senice
delivery. This reflects COSATU's continued
role as a representauve of the'broader
working class and as a force for
transformation In this process both major
advances and sctbacks have been
expenenced by tade umons

However, the nature of the engagement
with the state now is different to the
‘honeymoon penod®after the fiest
clections. Key changes mclude the closure
of space for negotiations by managers and
therr will to introduce reforms without
union participation Trade untons thus face

crv

extra classes and strengthening school
£Oveming structures.

Umions hike NCHAWU have embarked on
similar campaigns One of the most
important 15 breaking down stercotypes on
HIV/AIDS that some health professionals
have. In many hosprtals, iealth professionals
sull do not treat HIV/AIDS patents with the
digmty and service that a compassionate
public service should provide. The
programmc’s aim of breaking down these
stereotypes 1s ambutious, but the

’s intent and imy
require support. More ambitiousty, NEHAWU
has embarked upon a programme to create
People’s Hosputals The vision is of hospitals
as reluable, canng, democratically run and
professional insututions Other unions have
also embarhed on campaigns These range
from SAMWU truning plumbers to stop
Ieakage's in Cape Town's townships 1o
POPCRU establishing a programme to
combat corruption in the police force.

New challenges

The role of trade unions thus cannot be
assessed in abstract phulosophical debates

an Tostile envil
However, the mass base of COSATU and its
improving policy capacity could

cly change the s of
engagement The central challenge for
unions is to establish new forms of
securnity and to bunld public sector
capacity for transformation %

References

COSATU (3997) Report from the September
Cammission into the Iuture of Trade Untons
6" Natfonal Congress

COSATU (2000) COSATU response for the 2000/
2001 nationat Budget

Kotze, R, Terguson, A & Lefgland, ] (1999)

“Nelspruit and Dofphin Coast Lessons from the
Jirst concession contracts'in Derclopment
Southern Africa

Ngomyama, § (1999) A new way of dotng things’
in May ibuye

Traser Molekett, G (1999) ‘Sacial sertices at risk if
we let public sertants wages run riot’fnt
Sunday Times.

Lbrabim-Kbaltl Hassen is the public sector
co-ordinator Naled! This article {s a
substantially shortened and revised version
ofan research paper.

at the COSATY Service Delivery Conference

Vol 24 fiumber 4 « August 2000

17



Jocus: the public sector

‘We must be doing the right

thing’

Bulletin: You bave a long bistory as a
leader in the union niovement and had
been general secretary of NEHAWU for a
number of years Why did you decide to
leave NCHAWU and work for the Greater

Jobannesbwrg Metropolitan Council?

Thobejane: 1 stood down from my
posttion as general secretary of NEHAWU
inApril 1998.1 had been in a leadership
position in the union since the 1992
congress (1 had been a NCHAWU
Johannesburg branch organiser since
October 1988).1 was clected assistant
general seeretary at the 1992 congress and
in 1994 [ was clected general secretury,

When I was in NEHAWU, our analysis
was that NEHAWU had gone through a
rough time with the transition. We
reafigned and agreed that we had put
sufficient policy and machinery in place to
ensure that the union would be able to
tackle the future. We also decided that the
union then needed a different rhytlun in
leadership to focus on i ion. So
Lagreed to step down -~ [ had been there a
long time and may have been obstructive
when the organisation needed to start
moving 1n i new dicection.

One condition of my stepping down
was that | remained in the erganisation.
‘The unton then deployed me fulltime into
the public service negotiations The
second area of work for me was policy
development and research - 1 focused on

Tanya van Meelis interviews
Makgane Thobejane, labour
relations specialist for the
Greater Jobannesburg
Metropolitan Council.

our own employcees working for the
legislature.

1 was completing these projects when
NEHAWU was approached regarding
transformation in local government and
asked to assist. The union discussed it and
decided that 1 should consider assisting.
‘W touched base with our comrades in
SAMWU.They said it was our choice, but
they would not object. So in March 1999,

ing my being
NEHAWU decided to release me.

Twent to the Greater Johannesburg.
Metropolitan Council with two main
objectives. The first was to tmansform the
public sector - I could help on this because
Tund 4 the overall
agenda of the public sector, which included
local government and the ugions, The
seeand objective was to bring a person with
the skills and expertise in labour relations to
the team that was being put together in
Johannesburg. Lalso wanted to keep touch
with NEHAWU so that we could deal with
fssues in a dynamic way. I signed a twoyear
contract with the council,

18
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Bulletin: Have you retained yorer ks to
NEHAW?

Thobejane: Yes 'm still on the NCHAWL
board of trustees for the natronal
provident fund. Because of my ex-officio
position, I sull attend the NCHAWU central
executive committee and national
€XCCULIVE COMMILCE Lo CNEage 0f issues,
depending on my schedule allowing I go
there with no constituency and no
mandate [ atiend other events such as the
recent political school Talso relate to the
Gauteng provincal structures, for
example, we relate closely on the health
restructuring, w hich will culminate on the
transfer of 3 000 provincial employees to
Iocal government We have an open door

Counctl How was the team put tagether?

Thobejane: In 1996, the MEC established
4 committee of ten 1o find ways 1o deal
with the financial crisis facing
Johannesburg. The MEC also instructed
that Johannesburg prioritise eight projects
Metro Gas, Rand Awrport, Fleet, IT,
LCmergency Management Services, Tresh
Produce Marker, Power Generation and
Bus and introduce sustainable service
delivery mechanisms including publs
prvate partnerships The commuittee of ten
later became a commuttee of 15 and today
1 known as the Transformation Lehgotla
The comnuttee appointed consultants to
do a diagnostic study, The study found that
Johannesburg was facing serious financial

refationship, and 1t keeps my o
clear

Bulletin: What do you see as your role in
Jour positton wow?

Thobejane: 1 have to ensure that the
transformation process in Johannesburg 1s
sensitive to labour legislation broadly We
know that we are setting the trend for
tocal government Unfortunately, what we
are domng 15 new, so people will learn from
our testing ground We will make mistakes
but people will be able to learn from us
and this will expedite similar processes in
the future We are also testing labour law
in local authonties

I have always said and sull believe that
labour relations in the public sector is ten
years behind the private sector in terms of
sophistication and being able to deal with
1Ssues (N concrete terms 1t is thus very
challenging to be worksng here and
setting new trends 1n labour relations

Bulletin: You arc one menmber of the
Jourperson management team for the
Greater

and problems

At the end of 1988, the Taansformation
Lekgotla decided to appomnt a dedicated
management team to drive jts
transformation agenda To this effect they
idenufied a need for a city manager,
transformation manager, chicf finance
officer and labour relations specialist So
the Counail employed Ketso Gordhan,
Pascal Molos, Roland Hunter and myselfl
respectively The team together with
existing management capacity makes up 1
dynamic combination.

We all signed a performance contract
together because our functions are ineer-
related We knew that 1t was not going to
be easy. If it means going against the tide
we will and have dane so already We say
that the proof of the plan will be in the
caung

We saud that you can't expect the team
to work under the same constraints, and as
such were given flexibility and latitude.
This was agreed to by all the political
parties Our mandate is to the 3,4 million
residents of the city However, it doesn't
mean that we hase gisen up our polwical

It just means that we must be
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professional and deliver, meet our targets
and be given performance bonus
incenuves

Bulletin: What were the financial and
institutional problems facing
Johannesburg?

Thobefane: The financat difficultics
facing the city are very deep-rooted And
by the way, they did not originate only
from decisions taken after 1985.There
were many decisions dating from the early
1990s, and cven before, which contributed
to the position we are now in.

Some of the financial problems

we i p
(operating expenditure exceeded
operating income); we embarked upon an
ambitious capital programme without
having secured the necessary funding; we
failed to collcct revenues, and to make
adequate budgetary provision for under-

and we were i in
averdraft, which was very expensive (we
spent R150-million in 18 months just on
the interest on our overdraft, This money
clearly should have been used for service
delivery).

The city then had to put in an
extensive range of belt ightening
measures, to ensure finuncial survival, The
net result has been a decline in service
delivery and service quallty, a failure to
maintain assets such as roads, power
networks and the water system, Because
we could not maintain thesc assets, we
saw water bursts, power breakdowns,
potholes and various other problems.

Regarding institutional probiems ~ we
have five separate councils acting as five
different legal entities and administrations,
They operate independently and this
results in duplication, fragmentation and
competition, For example, if you had to
ask who was in charge of water, 40 people

would stand up.There was thus a need for
cohesion and consistency.

Bulletin: What was the managerntent
team’s analysis of the problem?

Thobejane: We said there was no such
thing as lazy workers, you have a lack of
management capacity. The council had an
R8-billion budget with no chartered
accountant. This reflects the entire culture
in the South African public sector - the
idea that if you are a good teacher you will
be a good principle etc. Now this does not
say anything about those people’s skills,
they are skilled. But you nced management
skills to manage.

We then went further and said that you
don’'t have bad management, you have bad
institutions. If you look at the history of
local government you know that focal
povernment was to serve certain political
objectives. There was no scientific design
of local government to ensure that
services would work. Different local
authorities had different selfsufficiency
rates and spending patterns. For example,
white local authoritics spent R3 000 per
person and were self-sufficient while black
local authoritics spent R500 per person
and were not self-sufficient. You also have
got people from the 11 dilferent
authorities earning different salaries for
the same work - in some cases R2 000
apart. It was sct to fail. We then said that
you can't blame the institutions - there
wis no strategy. But we have a choice, and
we have developed a short-term plan and
a long-term plan as part of our strategy,

Bulietin: What strategy bave you put in
place?

Thobefane: The Inital iGoll document
was set out on 16 March 1999. 1t said that
we must address the urgent financial and
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insututional challenges within
three years and put a longer-term
coherent strategy 1n place - this
long-term process 1s called iGoh
2010 For the short term we have
to turn Johannesburg around and
wipe out its debt Investment in
mfrastructure has been dechning
We said that we must at least
mantain what we have now and
then link it to the long term
strategy to develop it

On the wnstitutional side we are
using the next {ocal government
clections (o collapse the five
councils nto one umeity to budd a
new institution We also need to
ret rid of non-core actnties We
arc engaging with workers in a
LE) INNOVIUVE WaY 1O restructure
where workers are tamned and
come up with deas on how to
transform into the unicity

Bulletin: Part of the (Goli plan
intolves setting up agencres and
corparatising These bodies will be rtn by
a CLO and board of directors What is
Jour motivation for this?

Thobefane: The counci engages in two
types of activiues - trading (for example,
water and electniaity sales) and social
services which we are constitu
obhged 1o render. These acti
be managed effecuvely.

We suid we need to establish enuties
that are 100% owned by us and we need
to attract good management to these
entities We also needed to achieve
flexibility for the management swe attract
Local government legislation takes away
flexibihry for management. For example,
there is a tender requirement for
everything over R20 000 (now changed to
R120 000) This does not work well ina

onally
s need to

large municipahities. For example, it can
take five weeks to tender for something
over R20 000 and can cost R100 000 to go
through the tender process R20 000 1s
also a very small amount when you look at
large services such as water and clectnaty,
which are R2-billion businesses

There is also a situation where the
politicians blame the managers and the
managers blame the politicians and no one
takes responsibility. We want o be able to
hold The
covers big and small local authonties at
the same time. It may make sense 1o have
the legaslation for a small local authonty,
but it does not work for a larger institution
such as Johannesburg

We wanted to sheft risk and operatons
to the managers and boards The
politicians will continue to play a pohtical
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role - make policy and measure
pecformance. But we must leave the
operations to managers. Simply put: separate
referee from player; policy from operations;
define the role of government as service
authority and eur companies as service
providers. Sixty per cent of current council
operations will be provided through ten
companies we are establishing.

Bulletin: Why did you decide to privatise
Rand Airport, Metro Gas and the
Jobannesburg Staditim?

Thobejane: Rand Aicport ran at a loss and
relied on subsidies from the council
docated in Germiston). Business people
are using the airport We thought 1t was
not justifiable on ANC policy and mandate
to subside those who can affordl - simply
put, we used money from Soweto and
Alexandr to subsidise businesses. So we
sold it from 1 Junc 2000 to a consortium
of operators from Rand Airport and the
Germiston Council. Tifty-ight staff were
affected. We ensured that they had 2 two
year employment guarantee in the sale
agreement and that they will be trined
and developed by the new company. I
have no conscience problem on the sale
of the airport and our agreement: more
Importantly we utilised section 197 of the
LRA to ensure that salaries and benefits of
the employees remain intact and secured.
Looking at Metro Gas, three years ago
there were 22 000 residential gas users in
Johannesburg This declined to 12 000, So
the trend is declining use in residential
areas, There are 5 000 industrial users. A
study on Metro Gas showed that we
needed to spend R50-million to rebuild it.
With 's financial .

users can convert to electricity. Those are
the main reasons for the privatisation.

Cynergy (an international company)
offered us RI20-million, will invest
R30-million immediately and will go into

hip with a black
group opemting in the encrgy sector. We
have ensured that the sale agreement
includes a guarantee of no retrenchment
for the 112 workers 1 have no qualms
about that deal - we got a go ahead from
the Competition Commission and the
tmansfer is due on 18 August 2000.Again
we used section 197 of the LRA.

There are no staff implications for the
Johannesburg Stadium. The Council spent
R97-million, and then ended up spending
additional R40-million on the stadium. Our
liability today totals R160-million, as a
result of the R13-million we loose a year
due to operating through a section 21
company established at the stadium It is
an open secret that the previous

utilised ilabl
before the democratic breakthrough on
toys for boys, and the stadium was just onc
amongst others. Kaizer Chiefs is the only
bidder, and we are currently engaged in
negotiations. Remember also that it is not
a re facility for the i
such as Dobsonville Stadium. So there is a
difference.

Bulletin: You will also be ontsourcing
Sunctions. Can you explain why?

Thobefane; We are outsourcing our flect
Cwith 490 staff) and IT (with 120 staff). We
will be negotiating over the next 90 days
‘with IBM and Superflect who arc
preferred bidders respectively, I%rt of the

this was not a priority, We knew that if we
did not do anything It would closc in two
years, We are also the only tocal authority

in the country in the gas business and

is that staff are
tmnsferred to those companies and will
have a three-year guarantee against
retrenchment, We used section 197 of the
LRA for this.This agreement shows that
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outsourcing is about running businesses
better, not job losses We were able 1o use
our leverage as government to ensure that
staff are not retrenched and said *you play
by our rules if you want our business’.

The way we have used section 197
stands as a lesson to both the public and
private sectors It's all about protecting
and defending jobs The two partners will
nherit our salaries and benefits, including
the collectn e agreements With
Johannesburg being amongat the top three
Iughest paying employers i the country,
with 2 minimum of R2 60O wnlst the
muonal local government mimmum stands
at R1 600, the deal represents a watershed in
1abour relations in South Afnca

We are in the process of appointing a
senior management team as mntelligence
for ourselves to build our internal capacity
to avoid a rip-off

Bultetin: What otber things wl you be
working on until your contruct ends?

Thobefane: By the end of this year we

¢ sorted out the insutuuons
Next year we will put systems into place
I'm developing the 'iGoli manager’. At the
moment morale is low. No one says thanks
and people are not motnvated to work
hard There are 27 600 people working,
here and there are no rules, practices or
systems This needs to be overhauled
“There 18 also the discrepancics in pay for

culture, but we need people to look
beyond themsehes and management, and
look at whom they are senving We also
need to transform management

Bullettn: The unions have been vocal m
their opposition to iGoll Whet 1s your
understanding of this?

Thobejane: It's been a fascinating
experience dealing with workers and the
unions in this process We have had road
~hows on corporatisation and changing
the msutution, where we have spoken to
worhers about what we are doing Workers
don't want to know about the institution,
they want to know about themselves They
want to hnow about their jobs, pensions
cte. The main objections to the plan are
coming from the union leadership We
could say let’s forget about the umion and
talk to employees mstead Bor, we don't
see the union and the workers as separate
= they are the same Instead, we say, the
worhers have chosen SAMWU and IMATU
ta lead and we will continue to engage
with them. Johannesburg is 92°%
umomsed

We held an iGoli summit 11 August
1999 Representatises of all the anty's
staheholders established an iGoli 2010
transformation partnership which meets
monthly to advise the Transformation
Lehgotla The unions are the last
staheholder we need to bnng to the

the same jab, and this must be
Another concern is that we employ 2 700
casuals - many have been employed for
over three years. This is illegal, and they
have no benefits Iwant to ensure that we
put them on the national minimum wage,
which is R1 600 from July this year We
also have to develop a coberent shills
strategy where we look at the skills gaps,
cost of developing shalls etc. Local
government has had an inward looking

. The trans! ion of the
public sector s directed at a better hife for
the 3,4 million Johannesburgers, and
ndeed the needs of our people are very
clear 1o me It s important 1o separate
such policy choices from the labour
relations challenges. Indeed, labour
occupies two types of stakcholder role -
at the broader kevel as part of the 3,4
million people,and also as a 17 000 strong
SAMWU and 7 000 strong TMATU The neat
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iGoli summit will be held in October 2000
to look into the details of our 2010
strategy.

To date, we have engaged umons in
five phases' Phase 1 being the pre-
negotiations before the plan was finalised;
Phase 2 being formal negotiations from
May to September 1999, Phase 3 being
mediation through Charles Nupen and
Gavin Hartford from November 1999 to
January 2000; Phase 4 beng political
mediation facibitated by the secretary
general of the ANC from February 2000
until signing of political understandings
agreement on 5 July 2000, and finally
Phase 5 being facilitatation by Paul
Pretorius from 14 July to 4 August 2000 To
summarise, agreement has to date been
reached on Jabour relations matters and
socio cconomic ssues The area of
disagreement remains the service delivery
forms, in particular using the Companies
Act,

The major concern of the unions is
ideological - using the Companies Act as a
medium for service delivery 1s at the core
of the disagreement. The report of Paul
Pretorus explained that negotations on
the service delivery forms have now been
exhausted.

As to why there is still a problem in
using the Companies Act to establish
companies which are 100% osvned by
Counci! - simply confuses me as a person,
and 1s disappointing ¢ven for what 1
believe in and stand for as a matter of
principle.

We have further undertaken that the
privatisation and outsourcing we
undertook to date, which represents less
than 3%, Is the last - a guarantee of no
privatisation,

We have offered the untons working
armngements which include their
nominating peoplc to serve on the boards
of directors, in the stakeholder forums to

be established for each of the ten
ies we are ing,and to be
part of the shareholders committee
envisaged. We have agreed that the
will remain responsibl

the tariff, policy development and
regulation role.We have also agreed to the

of cross These will
protect the interests of the poor and
marginalised sections of our residents. We
will protect the labour floor in terms of
achievements and victories won over
Yyears in local government - the workers of
the ten companies we own will remain
within the local government bargamning
sector, ete,

Our commitment to our employees
and to the peaple of Johannesburg is
beyond doubt, and no amount of 18-
month debates and engagement on our

will lessen this g
the window of opportunity presented by
this has not yet being appreciated.

We will continue engaging the unions
because they are an important stakeholder,
and will do so until they join the iGoli
partnership

Generic debates that we should get the
national finance department to give us
money that will resolve our problems in
Johannesburg is wishful thinking But we
have applied for R550-miltion from the
Department of Finance for which we are
currently negotiating conditions. The grant
from the Department of Finance will be
conditional on our implementing the iGoli
2002 over a three-year period. It is the
right philosophy for the Department of
Finance not to give money ta problems,
but to give money towards solutions like
the iGoli 2002 plan.The fact that iGoli has
been debated so much in the country,

I its its

for local government transformation, and
indeed that we must be doing the right
thing %

for
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A joint approach

restructuring the state’s commercial forests

he Department of Water Affaies and
I Torestry (DWAD) has been working
closely with several trade umons
over the Jast two years to create an
unusual agreement on the merger and
restructunng of the state’s forests assets
Several untons have been involved
ncluding NLTHAWU, SAAPAWU,
CEPPWAWU and the PSA
NEHAWU has been most centrat to the
project since most of the workers affected
by the process are NEHAWU members,
currently employed by DWAF

History is still with us
Government's forests sull suffer from the
aftercffects of the homeland system
which canved up the sate's industrial
forests holdings The industrial forests are
umber plantations planted with pine or
gum trees for the purpose of supplying
umber to sawmills and pulp mlls

‘When the homelands were estabhshed,
the plantations were canved up and some
of them were allocated to vanous
homelands The major beneficianies were
the Transkei, Cishei, KwaZulu, Lebowa
and KaNgwane. In many cases these
forests provided homeland governments
with a source of employment and revenue

On the surface, this armngement
appeared 1o work successfully for many
years, from the mid-1970s to the late
1980s Dut there were underlying
problems Tn many cases, forests had been

Lael Betblebem details how
the Department of Water Affairs
and Forestry and trade wnions
bave negotiated an innovative
agreenient on the nierging and
restructuring of the state’s
Sforests assets.

spht down the middle with the homeland
border running through the forest. In
many cases, the border was represented
by a forest road or sometimes by a sign
crected in the middle of a plantation. Tins
meant that the forests became fragmented
and that each forest estate was too small
to supply sufficient wood for more
substantine investments In addition,
labour practices and policies w ere
different on one side of the fence from the
other so that workers doing one job were
pad vastly different salaries from workers
dong the same job a few hundred metres
away Similarly, the homelands entered into
ifferent kinds of wood supply contracts,
some of them promusing a supply of
nimber way beyond the capacity of the
forests 1o delner.

Meanw hle, in the late 19805, the RSA
embarked on a programme to
commercialise thar industral forest assets
This involved establishing a state-owned
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enterprise in the form of the South African
Forestry Company Limited (Safcot) which
was formed in 1992, All the industral
forest asscts shich had been under the
direct management of the Department of

‘To make matters more complex,
workers 1n Safcol were paid and managed
in line with industry norms, while workers
‘who had been transferred to DWAF were
paid and managed according to public
sector ‘This i ,and

Water Affairs and Forestry were
to Safcol.

‘The company was given a mandate to
operate as a commercial enterprise and to
movc towards profitabil Safcol was

asa d
operating under the autherity of the
Minister of Public Enterprises.

, outsidle the

democracy dawned In 1994, the
homelands were dismantled and the
various homeland plantations were
transfecred to the Department of Water
Affairs and Forestry.

To mnake matiers more complex,
workers in Safcol were paid
and managed in line with
industry norms, while workers
who bad been transferred to
DWAF were paid and managed
according to public sector
standards.

Having just transferred all its industrial
forests to Safeol, the Department once
Again found itself operating commercial
forests.And at this stage the problems that
were created by virtue of having split the
forests into entities came home to roost.
Suddenly, the new democratie state was
operating two distinct sets of commercial
forest assets - Satcol managing 260 000
heetares of forests and selling to a range of
customers, and DWAF managing 150 000
hectares in adjacent locations and selling
to many of the same customers.

continues to involve, a difference of some
409% in monthly salaries with a minimum
‘wage of R1 100 per month in Safcol and
R1 800 in the public sector

Re-uniting the fragments

The privatisation of Safcol was on the
agenda from the early days of the new
democmacy By 1997 a plan was in place to
put Safcol on the market. However, when
the cabinet committee on restructuring
debated the proposal, it became clear that
there was a flaw - the plan would
privatise one side of the state’s assets,
Safcol and leave the other side of the
assets, DWAE alone.

In many cases,and particularly in the
Eastern Cape, this would lead to a
situation where a single large forest would
conunue to be split along the middle.
Government decided, therefore, that it
would be necessary to effect a merger as
part of the process of restructuring.

The unions supported this process and
argued that restructuring should not
simply be about disposing of assets, but
rather creaung entities that were viable in
the longer term.And so it was decided that
in the process of restructuring, 70 000
hectares of the 150 000 managed by
DWAF would be brought together with
Safcol and that the asscts would be offered
jointly for private investors to take up a
long-term lease. The remaining 80 000
hectares (including 15 000 hectares now
classified as community forests) are in the
process of being mapped, surveyed and
re-organised in order to restructure these
plantations in a maaner that supports
smaller, medium and community
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AGREEMENT

enterpnise This process will have specific
black empowerment and community
participation objectives

Labour and human resources
But how were the human'resource aspects
of this process 10 be managed? Investors
could nat be expected to pay some
worhers one wage and other workers
another [specially given that Safcol’s
wage, although lower than the public
sector norm, compares favourably with a
minimum of around R900 1n other
companies and around RGO in the
contract sector In addition to this, DWAF
inherted forests which were overstaffed

that were to be merged with Safcol
Workers would then be given the
opportunity to volunteer to transfer
into one of these jobs Those workers
who transferred would do so on the
basis of Safcol wages and conditions
Transfer workers would bé paid a
‘transfer package’ which would be
equal to the difference between the
DWAF package and the Safcol package
for three years This would be paid as an
up-front amount and would take
account of differences in all conditions

of service
0 Safcol would be audited to ensure that
its of service ied with

compared with mndustry norms A 1998
analysis show ed that DWAF employed 3,5
worhers for every one employ ed by Safcol
Clearly 1t would niot be possible to
mamtain this if the forests were gong to

be merged
profitable
At the same ume, the pub!
declared a moratorium on retrenchments
and both the Department of Water Affairs
and Torestry as well as the Department of
Public Enterprises were committed 1o a
close working relationship with the
unions This relanonship was framed by
the National Framework Agreement.All
parties felt that 1t would be possible to
resolve the situation through jeint work

nd if they were gowng to be

sector had

and negotiation.

An intense process of negotiation was
agreed and culminated in late 1998 with
the signing of an agreement on the
restructuring process In addition to
defining jomnt objectives for the
restructuning process, the agreement set
out a method 1o resolve the staffing and
wage issues. The main elements of the
agreement were as follows:

Q The department and the unons would
jointly determine an ‘industry average’
number of jobs for those plantations

all aspects of labour legislation

Those whe did not transfer would

either be re-deployed to other forest

work (such as in the indigenous forest

reserves) or could opt for a voluntary

severance package

O Any worker who opted for a voluntary
sexerance package would be entitled to
jomn a social plan programme which
would be set up and jointly managed by
the department and trade union

5]

representatives

Q Any workers who had not been given
the opportunity to join a pension fund
in the past (for example, ex-Transher
workers) would benefit from a
government-wide agreement to back-
pay pension contributions As was Jater
agreed at the Public Service
Coordinaung Bargaining Council,
DWAF’s commercial forestry workers
would be the first 1o benefit from this

These have been i

over the last year and a half Since the

agreement was signed, the following steps

have been taken:

Q) 1187 forest workers have taken a
voluntary severance package, and more
than half of these have participated in
the social plan programme Follow-up
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work shows that many of the social

plan beneficiaries have been successful

in establishing small businesses, using
the voluntary severance package
payments as their initial capital,

0O 1 486 have agreed to transfer to Safcol
and/or to the new companies on the
basis of the Safco! conditions and the
transfer package,

0 955 workers are 1n the process of
redeployment. Management and the
unions are jointly managing the
redeployment process
‘There is still some way to go before the

process is completed At present the

parties are engaged in aligning the DWATF
grading system to the Safcol grading
system so that the transfer candidates are
able to take up their correct positions in
the new organisational structure The
transfers are expected 1o take place before
the end of this year.

Thereafter, the department will
continue o restructure the remaining
plantations. These plantations have been
carmarked for community enterprise and
small- or mediumssized investment. These
plantations too are heavily overstaffed and
the partics face the challenge of turning
these plantations into productive assets for
ruml communities. Very often these assets
are among few tangible commercial assets
in a particular area

Lessons

This has been a challenging process and
there are several important lessons that
can be learnt,

Communication
The process has highlighted the need for
ongolng, open communication both
among the negotiators and with workers
on the ground.

One of the mechanisms used were jolnt
national roadshows where union leaders

and management visited plantations
together to explain the process, answer
questions and deal with criticism. Several
of these were held in the course of the
process and they have been inveluable in
ensuring that workers’ views were heard
and understood by all In addition, the
roadshows helped both union and
management leadership to see up close
the implications of the decisions that were
being made and to understand how the
process impacted in the far flung
plantations,

Commitment

The process has required great stores of
commitment over a long period of time.
‘The negotiating teams have met and
continue to meet very frequently and are
required to deal with the issues in detail.
‘We have found that there are no short
cuts.There have also been several
occasions where deadlocks have been
reached which could only be resolved
with the assistance of the ministers of
‘Water Affairs and Forestey and Public
Lnterprises, as well as the senior
leadership of the unions

Flexibility

In a process that is as complex as this,
flexibility on both sides is required Without
the capacity to adjust plans and make
compromises it would have been impossible
to make our way through the process, But
what the process has ultimately shown is
that workable solutions can be found to
difficult and complex problems. Such
solutions can be tound through negotiation
provided that both parties are committed to
a spirit of coopemtion between employers
and unions %

Lacl Betblehem is chicf director of Forestry
i the Departinent of Water Affetirs and
Forestry.
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Making the
impossible happen

country whose public service unsons
have never had to deal with a serious
ign of ipal privatisation then

you obviously have not heard of
Helsingborg And if you did not realise that
those unions are also keeping alive their
county’s reputation for innovation in
public service development then you
cannot have heard of Malung

‘What has happened in Helsingborg,
where public senice worhers have been
among the main victims of big changes in
focal government services, could hardly be
different from what has happened in
Malung, svhere the workers have been
dnving the change Yet the latter is in some
way a responsce to the threat of the former.
What happened in Malung is the product
of a bold union initiative which has since
inspired similar change 1n some 60 other
Swedish municipalities, involving 30 000
workers a year by 1995 - to come up with
an aliernative 1o contracting-out,

‘What public service union SKAF (the
Swedish Municipal Worhers Union)
developed in Malung is an alternative that
saves money, improsyes quality of services,
and increases job satisfacuon, all at the
same time.An impossible dream? Read on
- but first, the all too possible

I()ou still think of Sweden as one

Brendan Martin sbotws how
public service unions in
Sweden bave developed
alternatives to privatising local
government.

SKITT. takes up the Helsingborg story.

cs 1n the local government sector
in Sweden have changed at a rapid mate in
recent years This transformation has been
accclerated by growing economic
problems But structural changes are not
taking place solely for economic reasons
In certain local authorities - mawnly those

controlled by non-socialist partics - there
has been a clear, more ideological
emphasis on efforts to market large parts
of the service output

One example is the local authority of
Helsingborg in southern Sweden, where a
four-party non-socialist coalition has, since
taking power, had the objective of
pruvatising local government actis ities or
contracung out local government services
to private entrepreneurs, and also of trymng
to avoid starting new activitics under local
government auspices.

The nightmare

Olof Johansson, European affairs officer
for another major public service union,

The n were for
25% of child-care services to be run
prvately within a threes ear period, as
well as for primary health care and
nursing homes to be reorgamised into ‘care
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companies’and entrusted to

Public transport has been sold, and there
has even been an attempt to transfer the

by SKAE both unions'

approaches to the threat of contracting-

out and the financial problems of local
are c ial. Again, let us

city hbrary toa P but
this failed.

What have the consequences been to
date for employees of the Helsingborg
local authority? During 1992, 44 jobs
disappeared, 201 people were given
nouce, 44 people received early

il or retired vi ily

allow the union’s spokesperson on the
subject to speak for himself. Here is Lars-
Ake Almqvist, who, after several years as a
trade union officer of the more tradstional
type, now heads his union's special
development and management
department, Komanco 'In order to

with pay, 1000 y
employees were ehiminated

According to Johansson, similar changes
have taken place in many other local
authonties and country councils - the
Swedish Association of Local Authoritics
estimated that 50 000 Swedish local
government jobs, which is more than 15%
of the total, were lost between 1992 and
1994 as a result of reductions in central
government grants. Politicians, he writes,
‘have not accepted ther responsibility for
ensuring that the changeover takes place
in such a way and at such a rate that
reasonable attention is paid to the
conscquences for employment, local
services and investment requirements’.

Unions take responsibility

That charge could not casily be levelled at
the initatives taken by his own union and

‘In order to confront requests _for
cuts in public services or

pr ion, SKAF bas realised
that just trying to refuse changes
is not very constructive,
especially as some of the
accusations of incefficiency in the
public services bave definitely
been true.

requests for cuts in public
services or privatisation, SKAF has realised
that just trying to rcfuse changes is not
very constructive, especially as some of
the accusations of inefficiency in the
public services have definitely been true.

SKAF has for many years stressed that
the iti i i of
work in local government administration
must of necessity be inefficient if it does
not involve the knowledge and experience
of the employees!

Like SKTF, SKAF rejected the standard
cuts and privatisation package as imposed
in Helsingborg. It also devised a practical
alternative,'We started to develop a model
to build more efficient, non-hierarchical

isation by ing the employ
with the aim of saving moncy without
making people redundant.,

Our ideas were tested in 1991 in one
municipality - Malung The goal was to
decrease costs by at least 10% within three
years.Already in 1992, Malung had saved
10,5%.

Dramatic progress, and possibly even
toa dramatic for the initiative's own good,
since there may have been some special
factors - in particular a milt winter -
which boosted the financial results in
Malung that year. That might have had the
effect of mising expectations a little too
high, but in any event enough was proved
by Malung to persuade the union to
develop the method for use clsewhere,
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SKAF called the model ' Kom An' (Come
on'y and claim a 100
application in G0 mumicipalities so far The
secret? Well, the secret is that there s not

1ccess mte for its

one. It s fundamentally a quesuon of
trusting - and acting upon - the
expenence, knowledge and expertise of
the key experts in any organisauon - the
workers at the front line

The Komanco approach
Under the Komanco approach, when a
decision has been taken to set up a project
m a worhplace, all the emplayees are
informed and then divided up into groups
of between exght and 12 peaple, cach with
an appomted leader Then the groups
spend as fong as ten months analysing
thy git Lidenufying its

and weaknesses and finding ways 1o build
on the former and eradicate the

>

atter
Komanco's brochure stresses that

‘creatn ity needs elbow roam, and that
“work for change takes ume’, Almqvist
explains-“The members become
researchers in therr own jobs They discuss
how to improve quahty, where
responsibility hies and should he, what are
therr trining needs They measure the
<osts of specific tasks, so that each person
knows the costs assocuated with therr own
job”

The worhplace groups break down
therr organisation’s budget into tts smallest
components, to enable everyone to
understand it and see where the money
goes Each employec gets to learn the
costs associated with his/her own job and
to devclop ways of reducing them
Structures are flatiened, with hierarchics
reduced 1o the mmmum Truning needs
are identified and personal itiatin e
encouraged

Onc of the workers becomes a tutor
who recen es trmming from Komanco
before systematically meeting fellow

employees over a period of five to six
manths to analyse every problem in each
employee’s work

xperience and assist

them in developimg their own solutions to
them
Although the selfcy Yy ar

is common to the Komanco projects, its
outcome, of cou
members deseloped thewr own system in
which individual workers took particular
responsibiliues for budget, sickness
monitoning, temporary redeployment and
a range of other management tashs, hnhed
together ina way that mspired the name
they gave the system,'the spider web
model”

In another case, the workers developed
a purposed 1 T
to predict staffing and other resources
needs in ther hospital wards. Therr system
measures levels of dependence of paucents
against a pumber of indices, such as their
ability to feed themselves, therr toilet
needs, therr mobility, asanlabihity of social
contact, ability to manage personal
hygicne needs, and 50 on Giving each
patent marks from one to three against
the vanous categones, the staff then tot
them up to assess nursing needs in the
ward as a whole At the same ttme, they

vanies Tn one case, the

developed a system to examine their own
activities, idenufying way s to mahe more
ume for dircct patient care by reducing
the amount they spent on, for example,
admrnistration

It may sound like tradiional time and
mouon studics, with all the assocsated
hazards, and some might be offended by
the quanufication of patient need The
public service workers who have jomed
the SKAT team as consultants (Komanco
has selected and traned some of its
members in the new role) have answers to
both objections One says T used to work
as a nurse myself, and all the time [ would
try to explain to managers and politicians
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better ways of managing things. But they
would not listen because it was just words
- when you quantsfy it,1t helps the
dialogue.

As for the dangers associated with
measunng the time taken on particular
tasks and identifying how to make savings,
SKAF has protected members against
being victims of their own diligence by
closing the system so that only the
workers themselves have access to the
details. The programme cannot be used by

to examine i
performance.

SKAF bas protected members
against being victims of their
own diligence by closing the
system so that only the workers
themselves bave access to the
details.

give the best quality of service. We need
new systems not because the old ones
were always wrong - they were right for
their time - but because the new era
requires new concepts

Our cthos has been more concerned in
the past with public structure than with
quality, but e will defend the idea of
public service only through good results.
‘The more people get to control their own
jobs, the more interesting it becomes and
the greater their job satisfaction. It leads to
better management and pay systems,
which produces real job security in the
long run because it is the only way to
increasc productivity!

SKTE too, has attracted a great deal of
media attention in Sweden by backing up
its campaigns with well-researched
information.According to SKTF’s Kristina
Malmberg By collecting facts about the
effects of the cutbacks and what citizens
think, we have been able to show that the

i have not, in fact, had the

Changing management'’s role

, what all this
can lead to, not surprisingly, 1s 2 greatly
changed role, and much anxiety, for
managers and administrative staff, Says
Almgvist:'Certainly, they do get afraid of
their role being taken away, We have to
show them that they can become internal
consultants We have had very frank
discussions with SKTE. There has been
some tension, but people realise it has to
80 like this. SKAF and SKTF agree about
public service development - that we
nced to remove unnecessary management
laycrs, to make fast and accurate decisions
without unnecessary bureaucracy.

Public sector organisations with the
traditional pyramid hicrarchical structure
can no longer be defended, because they
cannot solve our economic problems or
provide the right working conditions or

citizens’ mandate far the drastic changes
undergone by lacal authorities and
country councils in the past few years. We
have shown that it costs more for society
to dismiss local government employees
than to lct our members continue in their
jobs in such important areas as chitd care,
cducation and care of the elderly. We have
shown that the citizens are prepared to
Pay more in tax to retaln care and services
under local government auspices.”

This latter point, it seems, is disputed by
SKAF's Komanco, whaose brochure
maintains that ‘tax increases are no longer
possible’ and that ‘municipalities and
country counclis cannot count to any
great extent on belng able to solve
problems with the help of increased
resources’, Instead, it adds,'on the basis of
existing (and occasionally even smaller)
resources, they must ensure that they do
the siglt things in the right way?
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lHowexer, SKTE is just as commutted as

SKAT is to using public resources more

an issue we must constantly incorporate
into union work By courses, semunars,

Just as K )l
about the way in which its approach to
organsational development ‘releases
Cnormous energy and creauvity among,

gy and support material,
we have induced the members to assume
greater responsibility for des eloping their
own shills

the employees for the and
improsement of local government
senvices’, SKTT stresses the importance of
helping members o develop their

hnow ledge and skifls to match future
needs Kristina Malmberg states ‘In the
future, the employers will assess how
useful employees are 1n the organisauon
The aim is for everfewer employees to be
able to carry out ever more comples tashs
The fact that the development of actiti
and enhancement of staff skalls go
together 1s a necessiry for the future.
Changes have neser taken place before on
such a large scale, or as rapidly, as today
Greater mobility and flexibility are
required wathin and between
administrative units in local authoritics
and country councils Accordingly, the
knowledge of employees must be both
broadened and decpened!

Developing new skills
Noting that Sweden's demographic
structures means there are not enough well-
cducated young peaple joming the labour
market to mecet all the country's skills needs,
Malmberg adds *Tor this reason, we have
devoted a great deal of work to pushing the
question of measures to develop shalls for
our members The employer bears a heavy
responsibility for employees’ ongoing.
! Our "R and
skalls are an important factor 1n job sccunty,
£ood job conditions and an upward pay
trend They are therefore also an

1t is crucially important that all
the employees at a workplace
should be allowed to take part
in shaping the future.

The same spint imbues SKAF's
approach,as Komanco's brochure
expresses ‘An increasing number of
employces regard the existing work
organisation as out of keeping wath the
times We also hknow that the employees
msist on being able to deyvelop therr
potential in thew work, which in turn
frequently requires a new work
organisation’

Unlike the privatisation and
marketisation of Helsingborg, this cannot
be imposed from aboveIt is crucially
important that all the employees at a
worhplace should be allowed to take part
1n shaping the future, The effect of this 1s
that everyone 1s mobihsed as part of the
creatne process Their expertise and
experience are put to use and the quality
of the suggestion made is higher
Participation means that the employees
are prepared to“let themselves go™and
even try our unexpected solutions.
Changes are seen not as threats but as
opportunities ' *

This article {s an cdited version of an article
Brendan Martin published in "Enropean

trade union issue”

By training employees and elected
representatves in SKTE we have rapidty
gamned a heanng for the view that this is

and of local
pblic services trade union responses and
Indtiatiees’A Report for the Curopean
Federatton of Public Service Unitons with the
support of the Luropean Commission
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Municipal Systems Bill

labour’s responses

COSATU and SAMWU
‘Local governments have a cntical role to
play in social and economic development,
Yet municipalities are confronted with a
legacy of apartheid development as
manifest i the huge infrastructure and
service backlogs, especially in black
areas

In general, the resources of the
municipalitics are not adequate to address
these backlogs, especially in rural arcas
and former black townships There is a
need for injection of resources from the
nattonal fiscus, Therefore, the litmus test
for the bill is the extent to which it wm
enable ies to address
spatial geography, meet the needs of the
poor and provide services in a

Etienne Viok compiled
shortened edited extracts of
labours’ respounses to the
Municipal Systems Bill that
were presented to the Portfolio
Commiittee on Provincial and
Local Government Affairs on
12 May 2000.

surplus will make cross-subsidisation
between services impossible. Secondly, it
clevates profitability at the cxpmsc of

manner!

Municlpal services-general duty
“The bill does not contain a ion of

other of
providing municipal services, This would
create undue pressure to hand over
services to the private sector This

“basic municipal services”. We propose
that the definition should be similar to
that of the Framework Agreement:“the
minimum level of service necessary to
emsure acceptable and reasonable quality
of life, which takes into account heallh
and environmental considesations™*
COSATU has major cnncum with both
the of financial in
the bill and the Injunction that municipal
services must be provided in a financially
sustainable manaer, Pressure for muaicipal
services (0 show a profit or reasonable

the stated
intention to provide services in an
cquitable manner,

Against this background, COSATU
proposces this clause should be removed
from the bill and emphasis should be
placed on proper financial management
and prudent utilisation of public
resources,”

Service tariffs

‘COSATU welcomes the provisions of
section 68 as they broadly reflect the need
for sound tariff policies, In particular we
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welcome the explicit recognition of
measures 1o assist poor houschiolds such
as lfehne tanffs Lifeline is casier to
adminsster compared o the means test It
fulfils the requirement 1o ensure a
munimum basic level of services acrasy the
board Wile tanffs should reflect costs

| wiath
municipal services, explicit recognition of
subsidies and ifcline tanffs would ensure
that poor houscholds have access 1o
senices”

Provision of services
‘In our view, the establishment of service
utilitics and business enterprises should
not blur accountability. They should be
under the direct control and ownership of
the municipahity
This approach is contrary to the

creation of independent service utihities
run at armylength We prefer internal ning
fencing along the line of snternal wading
entities emyisaged by section 70(b) of the
ball Further, it is imporant that the sctung
of goals and targets for such units be an
open and transparent process in which

ities and stakehold i .

More v, we are

the capacity of the public sector to
provide public services

Despite the improyement n the bl
noted abosve, 1t sull essentatly adopts a
“neutral” posture between the public and
private sector. There is no privileging of
the pubhic scctor in the bill As such
private and public provision of services
are treated as equal in the il Our view 15
that the bill must give effect to the notion
af the public sector as a preferred option
This means, in practice, service
agreements with the prvate sector should
be considered after the consideration of
public opuons including public-pubhic
partnerships 1tis for this reason that we
proposed the exclusion of the public
sector from the competitive idding
process’

Local public administration and
Dbuman resources

‘Granung the minister pow er to regulate
on matters covered by the LRA which the
employer and employ ces have to reach
agreement on is problemauc In all
probability 1t is unconstitutional 1 the
extent to which it undermines collective

that corporatisation should not be seen as
@ prekminary step to full privatisation In
addition, it should not lead to undermining

Performance management

*COSATU supports the underlying

worhers' job security and i of of ¢ o
employment evaluate the performance of
COSATU's preference is for the public i Keyr

sector provision of municipal services The
public sector is understood broadly 10
include local and

should include the extent to which
mumicipalities provide quality services to

other organs of state including water
boards The public scetor and the prvate

" sector are driven by a diffcrent cthos.a
profit maximisation 1n the case of the
latter and meeting community needs in
the casc of the former.

In our view, the private sector should

only be engaged 1n ~0 far as this wall build

i rved In
our ariginal submission, we proposed that
for the system to work in practice an
incremental approach must be adopted, to
at least allow municipahties to build their
necessary capacity

[n this vein, the role of the natonal
Department of Provincial and Local
Government Affairs is pivotal to assist
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struggling municipalsties to implement a
performance management system,

Ultimately; in our view, the yardstick to
measure this bill is the extent 1o which it
consolidates transformation by ensuring
that municipal services are provided to all,
particularly the poor

W are concerned that the bill is
introduced prior to finalisation of a policy
framework on municipal services and in
the absence of the long promised
Municipal Financsal Management Bill

FEDUSA and IMATU

‘FEDUSA and its affiliate, IMATU, who 1s
directly involved in the municipal sector,
support the restructuning of local
government’

Admisston of public to meetings
‘FEDUSA fails to understand the reason for
the exclusion. In practice, the executive
committee is where most of the
deliberations take place and final
recommendations and decisions for
ratification are formulated We therefore
request that labour, having a direct need to
have knowledge of the reasoning
underpinning a decision, be allowed to be
present during the meeting

Regulations and guidelines
The bill proposes that the minister may,
after consulting the bargaining council for
local government established in terms of
applicable labour legislation, issue
guidelines or make regulations on a
range of areas such as job evaluation
systems, remunceration and working
conditions

‘FLDUSA understands the concern that
scems to underpin this section but is

impact this will have in practice. The
reasons for this is that there is a bargaining
council in existence.All the main role

players in the sector are represented on
this council, for example SALGA, SAMWU
and IMATU.

‘The function of the bargaining council
1s to regulate the relations between the
partics and to regulate all human resource
aspects, such as job evaluation,
remuneration, conditions of service and alt
other personnel aspects. We therefore
cannot agree to this clause and want to
reiterate our concern in respect of this
clause,

‘We believe that the minister should
only have the power 10 intervene, once
the bargaining council has failed to deliver
and only after the minister has placed the
bargawing counail on terms to perform
and it failed in this respect.!

Municipal services

‘In general FEDUSA wants to request that
formal status be given to the established
Scctorl Forum, in terms of the National
Framework Agreement, in this chapter.A
specific clause should be inserted to that
effect. Further, that a section, stipulating
the role and involvement of labour in the
whole process, be inserted. This chapter is
silent on labour’s involvement

FEDUSA also believes that it should not
only be a consultation process with labouc
but a proper negotiating process, catering
for dispute resolution mechanisms as well.
Councils should not be able to decide on
this restructuring unilaterally but should
only be free to restructuse once labour
agrees, either by consensus or tllmué’h
arbitration!

Mechanisms for provision of services
‘This clause just lists the vacious options
avalable and fails to focus on the "agreed
to" principle contained in the National
FPramework Agreement, that the public
service delivery option is the preferred
option.” %
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Potholes in the road

overtime in the trucking indusiry

vertime allows many workers to
takhe home extra moncey every
week. [t allows them to buy those

items wlich are normally out of reach
especially of therr standard wages are low
Butat invohles spending less nme at home
and working harder and longer Unions
have called for overtime to be made more
expensive in order to curb overtime work
and ncrease the ume employ ees can
spend at home Overtime exhausts
worhers and 1s sometimes equated with
explostation and abuse,

At the end of Tebruary a one-day strihe
took place in the road freight industry The
dispute concerned overtime and was
betwcen the Road Freight Employers'
Association (RTTA) and six trade unions
The RFEA represents about 380

Etienne Viok examines why
overtime pay is a contested
area in the trucking industry:

past year Companies’ profit margins
have shrunk because of increased
compeution and chents’ costsaving drives
Smaller companies often win contracts by
NoL pay ing mimmum wages, in accordance
with the mam agreement provisions, and
cutting prices They then get the job, but,
claims Badenhorst, only last a few months,
thereafter causing damage to the industry
as the loss of contracts by abiding
companies adversely affects ther v abaliry
He admuts that the road freight market has

who employ

60" of the employees 1n the mdustry The
major unions involved 1n the dispute were
COSATU's SATAWU (then hnown as
TGW), the NACTU-affihiated Transport
and Allicd Workers Umon, as well as the
Professional Transport Workers Union Tius
article uses the road freight industry to
highlight some of the potholes when
dealing with overtime,

The industry

Companies in the road freight industry are
10 Nico

the RFEA™ director of labour relauons. A

aumber of companies were hquidated

recently as it took business from
il but states that the relation between
thrs and increased competitton within the
mndustry 1s not the same

Overtime

The road freight industry relies on
overtime to ensure that goods are
delivered 1n 3 short space of ime A sunvcy
done by the RFEA found that employces
work on average 14 hours overtume per
week This ranges from Jocal dry ers who
do na or very hittle overtime to long
distance dovers who do 30 hours if they
get exempuons Badenhorst beheyves that
the industry cannat avord overtime He
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provides the example of the drivers who
have to get night harvests to the market as
quickly as possible

The unions agree that a large part of
truckers’ work hours come from overtime.
‘Long distance drivers earn a minimum of
R532 per week on average with the rest
depending on how much he dnives. If he
does not get sick he can get R1 200 per
week chasing overtime, says Abner
Ramakgolo, SATAWU's deputy national
co-ordinator for road freight and maritime.

Currently, truck drivers in this industry
may drive 2 maximum ordinary hours of
nine per day but according to Ramakgolo,
it is being cut in accordance with the
BCEA. Per arrangement, long drives can be

or uni it 'Emp feel
they do not have control to ensure that trips
only take the amount of time they should.
‘They worry that deivers could intentionally
extend the length of a trip to eam some
overtime p1)' or that trips could be extended
due to poor tis

The BCEA

The 1983 BCEA put overtime pay at time-
and-a-third of the ordinary hourly rate.The
1997 BCEA increased it to time-and-a-half.
“Fhis rate may be varied by a bargaining
council
or by the Minister of Labour

Anton Roskam,an attorney at Cheadle,
‘Thompson & Haysom, says:*Workers and

sectoral

increased to 15 hours per day,

can, with a it

overtme,

But what is overtime? Does it include the
time a driver is away from home? Ramakgolo
claims overtime payments only cover actual
driving hours, not a wider definition of
‘working tume. Thus, employers see loading as
the driver not working. SATAWU believes the
driver is still at work when loading and
acting as security over his or her load.
Badenhorst, however, states that off-
loading is regarded as normal hours and
overtime. The rest of the time that the
driver is away from home or sleeping over
at his destmation 1s not regarded as
overtime. If the driver qualfies, ke or she
may receive a subsistence allowance for a
night away or for meals.

Badenhorst says employers agree one
must try to limit overtime in terms of cost
and human factors but they say that one
must also loak at the industry.'It i casy to
shout that overtime is exploitation but this
is far removed from the economue r
Our industry is open to time being lost on
driving trips Untike on the shopfloar, we
do not have total control, althougl
monitoring or trcking gives us some. This
can lead to creation of overtime - whether

agreement at the bargaining council,
amend the BCEA but only in so far as the
Act allows 1t. Overtime is not a core right
so an employer can get aut of it totally.
However, the employer has to get the
agreement of the union at the bargaining
council. It cannot implement anything
unilaterally!

Badenhorst believes that when the
BCEA was implemented in December
1998 the principles, such as that on
overtime, were well-publicised in the
media. Thus the workers who read the
provisions had high expectations of big
Increases,'But the time-and-a-haif is not a
core provision and this allowed our
industry to negotiate it. I have sympathy
with union officials who have to explain
that it 1s not a core provision,ontya
principle. Workers believed that because it
is In the BCEA they are entitled to it) says
Badenhorst.

Ramakgola claims SATAWU ‘was caught
by surprisc as it did not know that the
employers are allowed ta pay time-and-a-
third even though the BCEA suggests time-
and-a-half, We thought we would
automatically get time-and-a-ualf for
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overtime The workers were unhappy
when they found this out

The employers in the industry have a
problem with the BCEA They do not
believe that s, especially the sections on
oventime and the tenchour éyertime limie,

was wntien with theie industry in mimd
The nature of this industry with 15 10 25
hours per week overtime agreements s
different to others Dadenhorst argues that
the BCLCA can be applicd in industrics
with hittle overtime without 1t affecting
productn ity or cost hugely ‘The nature of
our industry 15 to move around, thus a shift
system 1s not viable We cannot introduce a
three-shift sy stem on long distance trps
Double crewing 15 4o not viable as it 1s
extremely expensive and the drners
cannot sleep properly because of the
traffic, movement and nowe, continues
Badenhorst The industry is very capital
mtensine duce to the capital in the truchs
and the running costs Its suscepuble to

any fluctuation in the diesel pnce

The negotiations
The negotiations started 1n September
1999 The negotiators try to reach
agreement so 1t can become effecus ¢ from
1 March every year One of the reasons the
1999/2000 negotiations took so tong was
beeanse of the large number of demands
on the table.A dispute about wages and
bencfits developed Badenhorst describes
the negotiations The employers have
Iimited resources avartable and with that
we see how we can address the unions’
demands The parties have 1o see how to
distnbute the momes available and make 1t
acceprable to both sides 1 say “acceptable™
and not 1o therr satisfaction” because
mited resources and high expectations
Wl not lead to satisfaction, only
acceptabliry!

“The negotauons deadlocked on
overume and across the board increases

However, Ramahgolo segards the latter as
Not 100 senous as the percentages were
acceptable The dispute on overtime
caused the natuonal strihe by the unions
on 21 February The employers did not
want to pay tume-and a-half for all overtime
as demanded by the unions Ramakgolo
explaims “With List year's negotiations we
thought it would be automatic that
overtime would be paid at time-and-a-half
as we understood the BCEA to stipulate
this But it dsd not happen because,
contrary to our Anowledge, overume was
supposed to be negotiated When we gave
A i8hour notice of industral action last
year the employers told us st would be an
illegal strike. Our members were furous
when they did not get time-and-a-half as
they also thought that the BCEA supulated
1t So we did not want to back off We had
4 mediauon on 21 February and the next
day the dispute was settled The employers
compromised We agreed thart the first ten
hours would stay at time-and a-third From
the eleventh hour of oserime employers
will pay time-and a-half*

On 21 February the strke took place
The RFEA clumis 5% of workers
partucipated while SATAWU claims
180 000 drivers took part On the evenmg
of 21 Tebruary the partics reached an
agreement and the unions called off the
strihe says that the
had already been deaughted by then and
this helped cut the strihe short The first
objectne 1s to moid a strihe otherwise to
cut it as short as possible’ Badenhorst
descnbes the actual negotauons ‘Ten days
prior to the strhe we had unofficial
meeungs with the unions and explored

s We had
without a third party to get a better
understancing of w hat the other was
explonng We started moving away from
our all-or-nothing stance We then explored
some options and had to get mandates At
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SATAWU believes the driver is still at work when loading and acting as security over histher load.

industry level mandating is difficult for
both sides But as we had explored
nndates before, we managed to cut the
« short, On both sides losses were
minimal. The employees got overtime to
make up for their losses.!

Badenhorst believes the strike did not
impact on the negotiations. If the strike
was a day later we would still have
reached an agreement on the day we did A
strike 15 a disaster but we wall not settle at
all costs to avoid 1. 1f a strike means short-
term consequences and the other side
does not give us options we will take it
rather than there beng long-term
conscquences! However, SATAWU argues
that the industrial action forced the
agreement.At the last meeting the

yers did nat give us anything, When
e them the 48-hour notice they saw
that we were scrious They then came
with something on the day of the strike,
We got a mandate and signed the

we g

RETA believes that if they were to
pay timeand-a half for all overtime it
would mean an increase of almost 13% in

total wages for the employers. The
cmployers calculated that every hour

i will mean i a0,23%
increase. If it were to do this, employers
say they would have to cut down on trips
which would mean a cut in jobs and
revenue The other option is double
cerewing with its problems. ‘From this we
realised we cannot pay the kind of
increases the unions ‘wanted, says
Badenhorst.

Badenhorst continues:"When we
negotate we have to get a deal between
the 1wo [management’s and the untons')
points of view! In the past, two
agreements existed between the unions
and the RFEA. Agreement A concerned the
workers in Gauteng, while B concerned
the workers in the rest of the country.
Agreement A detecmined that Gauteng
workers receive time-and-a-third for up to
15 hours ovectime. Overtime above that
wis paid at time-and-a-half, For agreement
Bal was paid at tl J-a-titird
According to the RFEA it was willing from
the onsct to level out the two agrecments
Dadenhorst recalls that the unions wanted

40

SA Labour Bulletn



TRUCKING

the first 15 hours of overtime to be paid at
ume-and a half In the negonations it
bhecame clear that the emplovers’
proposals did not address the expectatons
of the worhers i A The Gauteng workers
are n the majony !

The agreement

The parties agreed 10 set up a task team
consising of senior delegates from the
employers and the s untons The
agreed to use an independent third party
10 help them i estigate a suitable
remuneration structure for the industey
They concluded the agreement on the
basts that the ficst ten hours of overtime
would be pmd at ume-and a-third Trom
cleven hours would be pard at ime-and-a-
half They would also serap the two
agreements (Agreement A and Agreement
B)and replace it with one The employers
clum that the five hours 1s another 1,15
mnerease for the worhers who were
previously under agreement A and a 3,45%
ncrease for those previously under B This
15 0n top of a wage increase of 7% For the
employers this means a 10,45% increase
for the worhers preyiously under
agreement B The RTEA compares this to
the 8,63% v erage wage settlement for
1999 as researched by Andrew Levy &
Associates

Iso

Part of the agreement is that a tash team
that will Iook at overtime and the pay
structure From the union’s perspectne
the workers' mummum wage is very low so
they therefore have to work overtme i
they want to tahe home more money “We
have to unpack the current pay structure!
urges Ramakgolo,‘as it creates

also ook at the wage gap between the
deners from Gauteng and the other
regions Tewall also discuss what can be
regarded as overtme and nunimum levels
far loads " Although SXTAW U 1s not totally
happy with this agreement 1t regards it as
astep forward, especally the task team

T work or i 1

Umons and employers should be
mnosatne i dealing with overume
However,as s the case in this agreement,
such measures should be inked to an
overall restructuning of pay because many
worhers depend an the money they tahe
home from overtime

The Department of Labour is currently
loohing at reducing working hours The
International Labour Organisauon (ILO)
has commussioned Professor Gerhard
Bosch of the Insutute Work and
Technology 1 Germany to assist the
department He has conducted extensive
research on working tme, particularly
within the kuropean context.According to
Hosch, management 1s not nnovaun ¢
concerning work orgamsation when
labour 1 cheap Cheap labour allows them
1o use more overtime Where labour is
expensne, which 1s not the case in South
Africa according 1o Bosch, it forces
companies to be innovatn e to cut
worhtng hours

On the one hand, the Department of
Labour is trying (o cut working hours On
the other, the Muster of Labour, Membatlust

has d prop to

make Sunday work cheaper as part of the

tabour I:m- review process According to the
empl

~such as drnver fatigue They do not get a
chance to rest or be at home and the
result 1s family disputes The task team
could help mimimise accidents and the use
of commercial sex worhers by, cspecrally,
long<hstance drivers The task team wall

Lemp would not have to pay
workers doble on Sundays Yet mahing
overtime cheaper will only encourage
employers 10 use worhers even more on
Sundays and thus working time will increase.
The department needs 10 tzhe this into
account w hen it changes the laws

Vol 2.4 Number 4 « August 2000

a1



@ THE COMPETITION C

Mergers and acquisitions

how the law promotes union participation

he Competition Act 89 of 1998 trics

to balance a number of issues. For

example, it tries to promote an
cfficient economic environment and
balance this with the interests of workers,
owners and consumers It also needs to
focus on development.

The Act also recognises the need for the
economy to be apen to greater ownership
by a greater number of South Africans. It is
therefore important to have a credible
competition law, and cffective structures
to admunister that law

The Act is unique in that it provides for
the pacticapation of trade unions in the
assessment and analysis proceedings of
mergess and acquisitions. The participation
of unions and other interest groups
contributes to ensuring faurness and
transparency in the process of approving
or prohibiting mergers.

Requirements for unions
Chapter 3 of the Act regulates mergers and
acquisitions.The Act clearly requires that
all acquisitions of businesses by other

busit be to the C 155

within seven days after cither the

signing of the merger agreement, the
public announcement of the merger,

or the acquisition or leasing of a
controlling interest by one party over the
other.

‘The party filing the notification to the
Commission must by law, also deliver a
copy of the notice and the statement of
information to a representative trade
union representing the employees of the
merging firms This copy may he
forwarded to a union, a staff association, or
any form of worker representation

isati ised by the
even if it is not registered

If there is no formal body representing
workers in any of the merging entities,
then the employer/manager filing the
notification to the Commission, must place
a notice where employces will be able to
see it, for example, on a notice board.

The party that notifies the union or
cmployees of the intention to merge/
acquire must provide proof to the
Commission that it did notify the union or

if they result in the establishment or
acquisition of control, In the eveat of a
merger transaction falling within the
thresholds, the merging parties have to
fulfil certaun requirements

They must notsfy the Commission

A joint project between the Competition Commision and the Labour Bulletin. l

T - Tt must file proof of delivery of
such notice with the Commission within
three days after the initial notification was
filed with the Commission,

While the merging companices must
notify the unions that there is an Intention
o merge, the Act does not compel them to
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form trade unians what action or steps
they must take when they recene the

Tt [ for

representatnes of employees and unons
ta familianise themsehes wath the
requirements and procedures related to
mergers and acquisitions

If unions want to be a party (o a merger
transacuon (that s of they want to make a
submission on the merger) they must file a
Nouce of Intention to Participate i form
CC5 (1) with the Commusston within
seven days of recenving a notice from the
menuing partics

The Commission has only 30 days
within wiich to finalise its assessment and
analysis on intermediate mergers.

Howeser,af the Commission applies for an
extension, the Trbunal can, under certan
CIrcumstinces, grant an extension of up to

60 days

Importance of participating
In the process of assessing and analysing a
merger, the Commisston or the Tribunal
must imually determine whether or not a
merger is bhely to substanually prevent or
lessen competition in the marhet The
Commission must also look at public
interest issues evenaf the merger 1s hikely
to substantially prevent or lessen
competition The Act makes provision for
four public nterest grounds on which the
CommISsIon MUST A%5¢8s 1 MCFEen
Q employment;
Q a particular industrial sector or region,
2 the ability of small business or firms
controlled by previousty disadvantaged
persons to become competitive;
Q the abihity of nauonal industres to
compete in internatonal markets
The Natice of Intention to Participate
provides unions with an epportunity to
participate fully 1n the proceedings of the
Commussion 111 assessing mergers 1t also
offers them a chance to mise issues that

COMPETITION COMMISSION

the Comnussion oy not necessanly have
foreseen

The participation also assists the
Comnussion to cheek the correctness of
the informaton submntted by the filing
ung to
employment Moreover, it provides the
Commission with insight and more
understandimg on specific sectorl ssues
ansing from mergers, which may have an
effect on employment

It must be noted that the partucipanon
of unions 1s not only important when they
are objecting to or opposed to a merg
taking place. Mergers are not necessarnly
anticompetitive and undesmable Other
MEFEers are Necessary to mprosy ¢ national
enterprises’abilitics to penetrte
nternational markets, thus enhaneing
cfficiency and growth in the Republic

[t1s impartant for unions to file their
intention to participate whether or not
they support 2 merger Such participation
will also assist the Comnussion to process
the transactions quichly 1t 15 1deal that
when the Commussion takes deaisions,
all the interested parties, including.
umions, must have contributed to decision-
making

parties with respect to issues rel

er

Participation problems

Although the Act has been in effect since
September 1999,1t appears that most
untons and employee orgamisations are not
familiar wath its provisions and the nights
and dunes emanating from such
provisions Since its inception, the
Commussion has recened 417 merger
notifications, an average of about nine
cases per week.

Out of the total merger notifications
recened by the Competition Commussion,
349 were approved, 1n 20 cases the
Compeution Commission had no
jurisdiction, and siv were withdrawn by
the companies Furthermore, two were
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rejected by the Commission, six were
prohibited while 64 others are still
pending.

It became evident to the Comnussion
that union participation has been very
minimal

When the Commission does not receive
the Notice of Intention to Participate, 1t
aempts to contact unions to confirm
whether they recerved such notfications
In most mstances where unons were
contacted, the Commussion received
respanses that indicate that there are

proceedings However, in most cases
the decision as to whether or not to file
form CC5 (1), takes longer than seven
days

Unions must note that the filing of form
CC5 (1) only indicates the intention to
parucipate, and does not in any way
indicate that they support or oppose a
merger.A decision on whether or not to
support a merger can be done at a later
stage through a written submission or
meeting with the tnvestigation team of the
Commission

major the par
of unions

The following are some of the problems
expenenced

The Act’s provisions

It appears, because the Act is new, that
most of the union officials have not
familiarised themselhes with its provisions
and the nghts and duues flowing (rom
these provisions. Therefore, the
procedures that comapnies should go
through before implementing a merger are
foreign to most of the union officials

Notlfication

In most instances when a notfication is
delivered to union officials, they do not
hnow what action to take. In some
instances, companies advise unions on
what the notice means, However, such
instances are limited,

The Commission recommends that
unions create a portfolio for & person who
will specifically deal with issues relaung to
mergees and acquisitions This will assist
the organisations in keeping abreast with
issues affecting employces.

Dectston-making

Unions have only 7 days to file form CC5
(1) with the Commission to indicate theie
Intention to participate in the

Therefore, it is advisable that unions file
the intention to participate within the
required time frames. There are no
penalties if a union decides after it had
filed form CC5 (1) that it does not want to
participate

Accessibility

When the Commission has tried to contact
unions it has realised that most of them,
especially the ones situated 1n rural arcas,
are not accessible. Therefore, it becomes
ditficult to communicate with them on
1ssues that may require their immediate
nput,

Encouraging unions’ participation
In order to ensure that public interest
issues are adequately represented in
merger proceedings, it is critical that
ili with

the pravisions of the Act. The Commission
has b on an edi i '
training programme: for trade unions to
build their capacity to participate.

For further information regarding the
Commission, please contact:
Rhorho Clocte: Labour fiaison officer,
compliance division
Tel: (012) 4829069
Fax: (012) 482:9120
E-mail: thorthoC@compeom.co,za

Internet: htep//www

co.za/
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The siflence is

deafenirng

nachully Saturday morming in
O May a small group of South
African trade unionists

representing COSATU, NACTU and
FEDUSA gather for a leadership sumnt at
a Johannesburg hotel The mood around
the coffee and biscuit table 1 casual, with
nonc of the urgency or fast paced debate
that is often the norm at such gathermgs
Inside the conference room, comrades sit
quictly waiting for the proceedings to
begin.You can hear a pin drop

Ironically, the silence of those moments
is similar to that which has until very
recently plagued labour's response to the
1ery 1ssue these comrades are meetng to
discuss, a challenge that is likely the
biggest exer to confront the trade union
movement in this country, a pandemic
that could easily dectmate it's membersiip
in the next ten years HIV/AIDS

The Solidarity Center

Opening the day’s session is Nsseha Tehie
the head of the South African office of the
Amcrican Center for International Labor
Solidarity (ACILS), an offshoot of the
United States Agency for International
Development (USAID) The leadership

“summit has been convened by ACILS as
part of its work to promote and intensify a
trade union response to HIV/AIDS

Aundrea Meeson argues that
while wnions wish to address
HIV/AIDS they are not
responding quickly enough.

Tekie speaks of the alarming and
rapudly rising statistics of HIV infection
and AIDS-related dliness in Africa and
particularly 1 South Africa.'Africa, he says,
‘is home to Iess than 5% of the world's
population but accounts for 50° of HIV
nfecuons worldwade, 2,5 million people
are dying of AIDS every year on the
continent To date 4,2 million South
Africans are infected with the virus and
there are 1 500 new infections daily By
the end of the year 2000, 13% of the total
population of this country will be HIV
positive:

Tekie tells delegates that the
conscequences of the pandemic for the
labour movement and the economy 1n
general are likely to be catastrophic.

“AIDS will decrease mullions of people’s
working lives by at least 15 years A
diminishung and increasingly 1ll labour
foree will lower levels of productivity,
1ncrease the need for replacement labour
duc to ill-health retrement or death,

A joint project between SA Labour Bulletin and the American Center for

International Labor Solidarity (ACILS} and sponsored by ACILS
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reduce tahe-home pay and consumer
spending and increase the pressure on an
already sagging public health service®

Tekie rounds up his introduction by
referning to labour’s response to the

as ‘woefully .He

points out that occasional publicity and
condom distribution are no longer
sufficient to fight the ¢pidemic ‘Lahour
must be i the forefront of the struggle
using the same historical tools of tenacity,
vigour and nulitancy that carried it
through the most dufficult years of
aparthewd These sobering words are met
with an equally sobening response Some
commdes sit pensively, others take
copious notes, others look 1dly round the
room.The silence Is deatening

HIV/AIDS - a class issue

It takes Mark Heywood, an AIDS activist
from the Treatment Action Campaign to
gwve them 2 wake-up call

He begins with a chulling analogy.‘AIDS
will do as much to undermine
development on the African continent as
cotonialism and slavery did m the 19th
and 20th centuries,‘and follows with a
simple but pertinent question:“What is
labour doing about it?*

The question is not an attacking onc,
but it does hit the delegates square 1n the
face. There are murmurs of
acknowledgement and nodding of heads
around the room.leywood continues: HIV
is a treatable virus. There are drugs on the
market that can help to slow down the
process of illness and to treat

i 1 with
AIDS.The problem for the vast majority of
HIV infected people is that these drugs are
too expensive, 5o treatment is not
accessible and they get sick and dic much
faster!

It is often said that HIV/AIDS does not
discriminate on the basis of gender, race or

class, but affordable teeatment, it would
seem, does In South Africa where poverty
is the feature of the 3
HIV is most certainly a class issue

Rich people nfected with the virus can
literally buy extra years of life in the form
of various treatment regimens and drug
cocktauls available on the market at
cxorbitant prices. Poor people carrying
the virus are automatically excluded from
treatment because of their position on the
class ladder.The dividing line between rich
and poor in terms of access to treatment is
as stark as that which exists between the
owners and producers of wealth. History
has a (rightening way of repeating itsclf.

Drug company monopoly
Heywood cites a perverse example of the
monopoly that drug companies have on
the production and pricing of public
health products that treat HIV/AIDS,

“The drug Daiflucen is an anti-fungal
medication used in the treatment of AIDS-
related infections, such as thrush, In South
Africa this drag s sold to the consumer at
@ cost af R58 per dose, while the exact
same drug in Thatland ean be bought for a
mere R2,50°

Tleywood hinks the example 10 the
reality on the ground*'A 22+ ear-old man
died recently at Baragwanath Hospital. He
wasn't the vietm of a gunshot or stab
wound or a car accident 1is death was,
however, eriminal. He presented with
classic AIDS-related symptoms - T and
cosaphigal thrush. Ie was treated for the
TB, but Daiflucen for the acute thrush in
s throat was not administered. He died
two days later from basic starvation and
dehydrtion*

HIV/AIDS is a pandemic that is hitting
the working class hardest and people are
dying ol an increasingly manageable
disease. This, says 1leywood, should create
@ sense of urgency within the trade union
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In South Africa, where poverty is a dominant feature of the landscape, HIV 1s most
certanly a class issue.

maoyement, both locally and mter

and chcst more than the hip service
associated with the response thus

far. Trade umons need to develop a
political response to the pandemic at all
levels; he adds “HIV/AIDS is a trade union
issue, From the appatling iniquitics around
treatment and the pricing pohicies of
mulunational pharmaceutscals to
prevenuon n our

from dr on the basis of their
HIV status “There are sull buge gaps in
impartung knowledge around HIV/AIDS,
says Heywood “Many people are aware
that TITV/AIDS exists, but the danger it
poses to thar hives 15 often relatnve to the
conditons under which they Ine and
work on a daily bass ‘A mineworker, for
example, wears a helmet when he goes

and workplaces, a trade union response to
this crisis is Jong overdue!

Problems to address

He highlights severt problems that labour
has not yet adequately addressed in its
plan to tackle the epidemic These include.
the assumption that AIDS awareness
€quals knowledge, the tendency on the
part of leadership in all sectors to ignore
and ¢ven dismiss 1ssucs of gender
discrimination and a lack of understanding
on the part of rank-and-file members of
the legal frames orh that protects them

because he knows that his
daily work 15 Iife threatening 1f you speak
to him about the dangers of HIV/AIDS and
the need to wear a condom for protection
he may well question how relative 1s the
danger of a discase that might kil him 1n
ten years time The example 1s an
important one because it highlights the
scrious challenge facing trade unions 1n
their attempts to educate members about
HIV/AIDS, The assumpuon that AIDS
awareness is cqual to knowledge and will
therefore change sexnal practices and
long held beliefs about gender roles and
responsibilitics 15 a dangerous one
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HIV/AIDS and gender, for example, are
inextricably hnked and gender
discrimination has long beean touted as a
trade union issue. In many sectors and
across federations, reasonably sound and
progressive policy on HIV/AIDS and
gender has been developed but
unfortunately leadership falls short on
implementation.

‘Women in unon structures around the
country regularly complain that even
before policy is adopted it is assumed that
the for getting
off the ground will be delegated to the
gender desk, More lip service indeed!

‘Workplace discrimination is also an
increasingly common occurrence, and the
silence around this issue is particularly
concerning.

Employment Equity Act
Heywood points out that the Employment
Equity Act (EEA) includes some of the
most protective legal frameworks for HIV
positive workers and those hving with
AIDS and yet most union members do not
know that the Act protects them from
discrimination on the basis of 111V
status He says that reports of breaches of
and blatant

arc recewved daily at the AIDS Law Project,

One such report came from an
employce of Pick 'n Pay who voluntarily
tested for HIV and was found to be
positive. The doctor passed this
information onto management and the
employee was soon demoted from
warking 1n the bakery to cleaning toilets,
and was cventually dismissed

Similar reports have been received from
people working in the motor and
domestic service sector. Clearly there is
ignorance on the part of both employers
and employees of the basie tenets of the
LEA and the Constitution as they apply to
THV/AIDS suggests Heywood andl this

problem must be addressed by labour as a
matter of urgency In the discussion
following Fekie and Heywood's inputs,
delegates are equally critical of their own
structures and of South African business
and a lively debate ensues.

A COSATU delegate suggests that a
reabistic approach to the problems must
be developed taking into account the
limitations of time, skills and
infrastructure. A comrade from IMATU
immediately challenges this view and says
there has been more than enough pussy
footng on the AIDS issue, that many
resources within trade unions are not
exploited and moreover labour must begin
to develop the expertise cather than
fookung to outside people to do
so.Another delegate raises the problem of
male chauvinism within the trade union
movement and suggests that women neced
to be much more vocal and challenge their
male comrades, particufarly those in
Ieadership positions.

All the delegates agree that a national
accard on the production and prescription
of drugs for the treatment of HIV/AIDS s
needed and that business should not be
allowed 1o hold people’s lives to ransom.

The newly formed South African
business council on AIDS, they add, must
link with trade unions so that the
pandemic is viewed and tackled as a
common issue.Mobilisation and a
co-ordinated plan of action scem to be
accepted by delegates as urgent items for
labour's immediate agenda They leave the
summit with a sense of urgency more
fitting of the crisis, but sustaining it will be
the greatest challenge ahead

Andrea Meeson fs a freclance journalist,
These articles were written as part of the
Mediatcorkers’ Project of the Beyond
dAwareness Campaign, Department of
Iiealth
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Case Study: Spoornet and SATAWU *

Mandisa Kalako-Willlams, senior manager
public affairs and external relations at
Spoomnet 1s a woman with vISinn, passion
and a budget to match She and her team of
regional co-ordinators in seven regions
around South Africa are putting HIV/AIDS in
the forelront of the parastatal’s external
relations work and in the process developing

International AIDS Conterence in Durban
and Katake-Williams 1s excited about the
partnership

‘We believe the Love Tran vall bring a
great number of young South Africans on
board the journey to fight HIV/AIDS It s
an innovalive way lo reach people,
particularly those tn rural communities

strong with b
organisations and non-governmental
organisations (NGOs) in the AIDS arena
'Ours 1s not a frazzled approach,’ says
Kalake-Wiliams ‘We have a mandate 1o

who might not have access lo
nformation *

The cost of running the Love Train
does not by any means sap the entire
budget for AIDS work afforded to
K Wilkams'

safeguard the interests of And
one of the greates! threats to our abilty to
do 5015 the AIDS pandemic If the youth
pensh, gone with them will
be the tuture engineers chief
executive officers and ground
staff of this company We
cannot afford 1o be
complacent and have
recognised that although we
are not AIDS experts, we
have the maney to ensure
that sustainable and eflective
ntiatives are developed and
supported *

One such initiative 1s a
partnership vith Lave Life In
the late planning stages 1s
the refurb:shment of four rail
coaches, which wall be
hauled, courtesy of Spoornet,
from town to town bringing
awareness and knowledge
about HIV/AIDS and
sexuality (ssues in general to
young people Aptly named
the Love Train, the coaches
vall house a mini conference
centre, a counsetling centre
and fully equipped
entertainment facilities

A promotional launch of
the Love Train proved
poputar at Ihe recent

lak Close to a
third of the RS-million she recewved this

year will be spent on projects related to
the pandemrc
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‘There 1s a very clear mandate from top
management that our efforts must be
focused on this cnsis both externally and
nternally. They need no motivation to
authorise expenditure when it comes to
HIV/AIDS

Our department does not usually work in
tandem wath the human resources
depariment, but with regard to AIDS we
have acknowledged that team work 1s
essential and this year we have budgeted
far internal work that will support the efforts.
of our human resources team to get more
AIDS education out to our warkforce '

Company driven

HIV/AIDS education at Spoornet I1s
definitely a company-dnven process To
date the South African Transport and Allied
Workers Union (SATAWU), representing
around 20 000 Spoornet workets has
struggled to develop a coherent plan
around AIDS education

Dolly Miotshwa is gender co-ordinator
with the union and is frustrated with the tack
of action to date on HIV/AIDS ‘Until recently
the union was not doing anything ta
promote HIV/AIDS education among
mambers The issue was just lying around.
Iltwas pushed to the gender desk and we
have agreed to lake it an temporanly but we
are not happy abou! the decision

Leadership must recognise that
HIV/AIDS Is not a disease that alfects only
women It must be taken seriously as a
trade union Issue, especially bacause the
majonty of our members are men and
migrant workers '

SATAWU recently merged with the
Transporl and General Alled Workers.
Union (TGWU) and now represents about
102 000 workers. Most of these are migrant
workers in the rall trucking and shipping
sectors and they are particularly vulnerable
to HIV because of the conditions under
which they work.

Miotshwa says mon In SATAWU
leadership structures have falled to

understand the crisis and the union has not
developed a strategy, tactics or a budget for
HIV/AIDS wark

Deputy general secretary of SATAWU
Johnson Gumede admits that Mlotshwa is
corroct in her enticism. "At the time of our
merger with TGWU, SATAWU had no
HIV/AIDS policy and no resources had been
formally committed to address the probtem.
However, the new secretanat is trying to
bring the sectors together and within the
next few weeks the national office bearers
of the union will be presenting a draft plan of
action We hope to piggyback on Ihe work
that has already been done by the health
and safety department at TGWU.On
developing partnerships with Spoornet and
other companies employing SATAWU
members, Gumede is very supportive.

‘In the case of Spoornet there are lots of
opportunities for co-operation. Although the
HIV/AIDS education work has been largely
company-dnven, there is little chance of
success if we do not work logether.
Management needs union support in arder
1o get workers to attend rallies and
warkshops and we as a union need to be
involved in planning with management for a
luture In which AIDS 1s a reality within the
company’

Stigma

For some It seems thal reality has not set in
Gumeds 1s not aware of a trend of illness
within SATAWU, but admits that the stigma
of HIV/AIDS Is still very strong and fear and
fgnorance dominates most people’s
responses Bongani Nogaga, SATAWU'S rail
secretary believes that this stigma is one of
the grealest barmers to progress and change.

"As far back as 1988, we tried to raise the
problem of AIDS and at one maeting in
Durban the regional leadership gave a
platform to an AIDS educator. Our members
reacted very negatively and a large number
of them walked out of the meeting It was a
clear indication of a weakness in our
organisation.”
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Nogaga says that despite having a likely
high number of HiV-infected members,
SATAWU has not dealt with HIV/AIDS within
the bargaining council

‘We have been so busy Wil Issues,
related 1o restructunng at Spoornet that HIV/
AIDS has not been on the agenda Itis a
refiection of poor co-ordination on our part,
but we are still struggling with basic labour
relations 1ssues within the bargaining council
and have nol had the time to address AIDS
properly”

Although SATAWLI may be lagging
behind in its efforts to address HIV/AIDS

there are indications of ight at the end of the
tunnel At SATAWU s May 2000 congress
the pandemic was definitely on the agenda
Congress passed a resolution
acknowledging the high incidence of HIV/
AIDS across all sectors and calling for action
In cases of discrimination agamnst people
lving with the disease

The paper chase on the platform s a
necessary process in the development of a
strong AIDS policy for the union. but the tran
must now leave the station, olhenwise it may
well derait in its efforts to match the pace of
the AIDS pandemic *

Call the AIDS Action
Office P
M) 4826737 G\ C

Get free matersals to 5 ‘
suppert your AIDS .
projects A vade range of {

leaflets and posters are
available, and are delivered
to you wth fourteen days

=ty Wear a red ribhon
=) &> Show you care abaut
s ‘i £ = AIDS, and remind
e B il others every day
S

Make a quilt panel

The AIDS Memonal Quilt is a living
memonal and allov:s us to moum, honour
and remember those who have died of
AIDS Contact (031) 260-1564 for further

nformation.

Five things you can do about HIV/AIDS

Call the AIDS Helpline 0800-0123-22
AIDS helpline counsellors can give basic
information, advice. counselling and refer you
to service providers and organisations in your
area Information 1s avarlable in all South
Alsican languages and the service operates
from & 00am to 10 00pm seven days a week

Paint a mural
Murals are a colourful reminder of the
importance of AIDS action and prevention
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A joint project betieen SA Labour Bulletin and NEDLAG, sponsored by NEDLAC

Nedlac Annual Report

edlac’s 1999-2000 Annual Report
\ | detadls Nedlae's actuvities and
gives  consolidated picture of the
socio-cconomie trends that contextualise

those activitics. Here are some of the
highlights.

Growth and employment

While the economy continued the
recovery that started i the fourth quarter
of 1998, the restructuning of the economy
continued to result in large-scale job losses
n the formal sector.About 80 000 jobs
were lost between September 1998 and
September 1999,

In part, the ongoing job losses reflect
the restructuring of the South African
economy that began during the 1970s and
1980s when employ ment in the primary
sectors, particularly nuning and

unemployment betwween 1996 and 1997,
Using the expanded definition,
unemployment amongst Africans rose
from 43,8% 10 46,5% between 1996 and
1997, whilst amongst coloured people jt
rose from 22,6% to 26,7%. In 1997,51% of
the unemployed (using the official
definition) were between the ages of 15
and 29.In the same year women made up
52% of the unemployed and African
women made up 87% of that figure.

Development indicators

South Africa’s development challenges

remain enormous, Nevertheless, progress

has been made in the delivery of

infrastructure and social services
Statstics South Africa data shows the.

number of African households living in

declined dramatically By contrst,
employment between 1970 and 1998
increased slightly in manufacturing,
although not at a sufficient mte to absorb
new entrants into the labour market
Employment growth in the tertiary sectors
reflects the geowing importance of their
ceonomic contrbution, The banking and

sector i 4 employ to
218 000 by 1998, an increase of 56% trom
1980 levels,

‘The traditionally vulnerable groups in
the libour market are earrying the bueden
£job losses African and coloured peaple
experienced the greatest increase in

format T4 by 800 000
between 1995 and 1997, Despite this
growth in absolute terms, the percentage
of prople living in informal dwellings as
well as those living in formal dwellings
remained constant over this time period

Most South Africans (69%) live within
half an hour walking distance of the
nearest medical service However, in non-
urban areas 51% of the population live
more than 30 minutes trom the nearest
medical service.

As yet, the education system has failed
to substantially increase the number of
matriculants. Although the pass cite
improved from 47,42 to -9,3% between
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1997 and 1998, 1999 saw a shght reversal
of that trend to 189" More worrying is
the fact that only 18, i% of candidates who
had registered for university endorsement
passed atthat fevel Only 3% of
mateiculants passed mathematics, although
thss constituted a reversal of previous
dechines This s particularly problemanic m.
the conteat of economic readjustment that
requires the educational system o proyide
Tugh shalled entrants mto the labour macket

Labour market trends

While demand for low et shalled worhers
has declined, demand for professional and
managenial shills has grown dramatically
mver the last 30 years Managerial and
dircctor postions continue 1o he
dominated by men Cighty-seven percent
of all exccutine directors and senior
managers are men Men also dominate 73%
of all yunior and muddle

The South African economy s ability to
grow and create jobs depends on
increased levels of investment in
productive capacity However, foreign and
domestic direct mvestment have remamed
Tow

Trade and industry

Trade has been grow g steadily as a
percentage of gross domestic production
(GDP) and gross domestic expenditure
(GDE) since the early 19905 Exports have
grown,as a percentage of GDP from 11,5
1n 1990 1o 17.7% at the end of 1998
Imports have grown as a percentage of
GDE from 12,1% to 20" over the same
prnod South Africa’s most important
trading partner remains Curope although
Africa is growing i importance as an
eyport destination

During 1999, machinery and

posttions

Wages and inflation have been traching
cach other faurly closcly with the effect of
inflation taking approvmately a year to
feed nto wage levels Strihe action, which
has on average dechined considerably from
the 1980s, although the days lost increased
again during 1998

Public finance

Between 1993 and 1997 government has
mcreasingly allocated funds to the poorest
403 of houscholds In 1993, these
houscholds recen ed 49% of social
spending. By 1997 this had increased to
56.5% Government also adjusted socral
spending to ensure greater equity

between race groups

" Inflation trends show a decrease from
the double dignts of the 1980s,to a
consumer price index (CP) figure of 5,2%
for 1999 Much of the drop in the CPI was
caused by the substantial decrease n
mortgage rates

for the
vast magonty - 29,5% - of imports by
value. Exports continue to reflect South
Afnica’s muneral wealth with over 50% of
exports being accounted for by mineral
products, precious and semi precious
stones and metals and base metals

In terms of sectoral growth, the report
shows transport and communications
growing 6,6% over 1998 and contributing
half of the year's 1,2 GDP growth
Finance, real estate and business services
also contributed significantly to overall
GDP growth The agricultural sector
expanded by 4,5% over 1998 figures. This
was the first positnve growth experienced
by the sector since 1996 The tertiary
sectors continue to expand ther
importance to GDP

S
T 2

Conclusion

The full report, with graphs, can be found
on Nedlacs website - www nedlac org za,
or obtained from the Nedlac offices by
calling (011) 482-2511.
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My union experience

the best certificate of my lifetime

he role of the South African trade
union movement in the struggle for
I s 1t
and acknowledged. However, not many
people understand the extent to which
this movement has been shaped and
transformed by the transition to a
democratic and non-ricral society.
One area where these changes in the
unions can be observed is Not

Sakbela Bublungu
interviewed Nelson Ndinisa
and found that the ex-SARHWU
President’s experience equipped
bint to be a manager at
Transnet,

only have union activists and leaders
undergone a change in lifestyle and
outlook, but many of these leaders have
been Icaving the unions to assume
different positions and roles in other
spheres of sociery.

Today, many former union leaders can
be found in parliament, provincial
legslatures, local government structures,
the civil service and in management
structures of the companies whose
workers they used to organise,

One such former unlonist is Nelson
Ndinisa, a former president of the South
African Raitways and Harbours Workers®
Union (SARHWI) Ndinisa moved from
SARHWU to become a senior manager
(government and parliamentary linison) at
Transnct head office in Johannesburg, 1
interviewed him shortly before he left
Transnet.

What makes Ndisnisa's story interesting.
Is the fact that his carcer did not follow
the conventional route to the top of the
corporate ladder. He literally rose through

the ranks.Among the first jobs he did
when he joined the parastatal in the early
1980s was that of ‘tea boy', making tea
for white technicians and junior
management

Early life

But Ndinisa's rise to the top has been a
struggle. ITis grandfather was a farmworker |
in the north castern Cape.Around 1945

the family moved to a rural viflage in
Qumbu in the Transkei where Ndiisa was
born. Both his parents were ‘workers - his
father was a driver in Cape Town and

his mother a factory worker in
Johannesburg,

For him, growing up in a rueal area was
tough**Schools are far and you went carly
in the morning to make sure that you take
cows out and all those things and then go
to school.And when you come back from
school you da the same and take the cows
back home! But he says that the hardship
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made humsteong 1n life",

His mother worked hard to get him
through boarding school at Osborne 1igh
School i Mt Frere.'My mother was the
backer You hnow, mothers age always
more responsible. T doubt if §ou can sy
that about fathers Mothers, I mean,
generally are more responsible than
fathers'

But his educanon was cut short just
before he completed his matnc This was
Ndimsa's first taste of a strake and police
brutalty

The students challenged the school's
regutations and embarked on a food
boycott At the end of the disturbances
he and a few other students were
eapelled for instigating’ the boycott. He
<ays he was not an clected leader of the
students but points out that,"when there 1s
struggle, naturally people will ke the
lead

Working in Johannesburg

When Ndinisa arrved in Johannesburg, he
worked for different companics as an
underground mineworher,a labourer on a
construction site and a security guard Fle
remembers that at the ume he did not
have a pass, so he had to have money
ready at all times to gne to pohicemen i
order to avoid arrest “Those policemen
were the most corrupt people 1 ever

met”

‘Then in 1981 he got a job at the South
African Transport Services (SATS, now
Transnet) as a trunce deser. But he did not
get the dnving jobs and was moved to the
Carnage and Wagon Department as a
generad labourer *There, it was real manual
work. S0, there was a guy who was the
foreman [ was just about 22, so still
looking good The white guy, the white
boy said that I could be better making
tea He promoted me to become a tea
boy!"

But Ndintsa soon fought with the
foreman ‘I mean, everybody was afrad of
m He was Iike a culer You hknow the
Afrhaners from the force, somebody just
becomes a general That's what he was®
The fight occurred because white worhers
wanted to expand his job beyond the role
of'tea boy'.

They wanted lim to run around to buy
crgarettes, cook their food and so on *1
refused to do those things So, they went
10 apy to*the big one’ and sard,*he does
not want to work™. This foreman expected
that we must respect lum and all the
supervisors because they were whate”
Ndinira won the fight and his stand carned
alot of respect among Ins fellow workers
at SATS

e was later traned by SATS as a tran
tichet inspector,a job he did until he
assumed his new role 1n the company.

In the union
Ndintsa and his fellow workers heard
about the union for sulway workers 1n
1986 but he says it was hard to get full
information because orgamising was done
‘underground’ He credits his mother for
playing a critical role in his introduction to
trade uniomsm She was a shopsteward of
the Metal and Alhed Workers' Union
(MAWU) and she hept union reading
matenals and booklets which she passed
on to Ndmisa

‘When the milway workers finally
became organised in SARHWU, they found
1t to be a powerful tnstrument to fight
management “Workers belhieved that it was
genuine because it was not the creaton of
management, he says Although he was
instrumental in organising worhers into
the union, his real baptism of fire came
@uring the big strike of 1987.°1 gauned the
position of shopsteward and leadership
during the strihe. I mean, everything was
tough After April we had shootings and
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people were Killed, people were arrested
and virtually all known shopstewars sere
arrested Others had to run underground.
Now, workers were left leaderless. Then
it's where we started to tahe up
teadershup.We had meetings and all those
things.At the national level there was
Literatly nobody. So now; because of the
ideas you pick up in the process, we
started to have a view of what the union
was,and I mean, when everybody was not
there 1 ended up being put to just act as
president in 1987

For Ne , the strike was the biggest
political gain the workers at SATS made at
that time because it proved that the
authoritarian and mcist culture of
management could be challenged. “The
workers believed that they could
challenge SATS and they went beyond that
by demanding thesr country back!
Membership soared to 40 000 1n about
three months and life for workers began to
improve visibly.

Leading the workers
After the strike Ndinisa served the union
in several capacities - as a sho psteward,
branch secretary, regional chairperson,
and, from 1992, president. One of the
lessons he learned about lteadership was
that a leader has got 1o be among his
members and lead by example. Thus, in
1987, when workers decided to resart to
the use of muthi to ‘make them strong’ in
there confrontations with armed police, he
also felt it important to use it

‘1went through those things because 1
was part of the leadership 1 could not be
seen to be disassaciating myself from
them. I had to do whatever it takes, One of
the tssues you do as aleader is that people
must have faith 1 you and you must
maintain unity!

Before he joined management, Nelinisa
saw some changes taking place in the

trade union movement, particularly
COSATU. He says that the problem was
that before 1994 there was no discussion
of what the character of the unions should
be after liberation because, liberation
appeared a very remote possibility. The
unions had become a‘fighting machine’
but after 1994 this role changed because
they got a sympathetic government which
pranted new rights to workers and their
unions.

He maintains that the changes that
occurred made the leadership of the
struggle days unsuitable to lead the unions
because they had become too close to the
new povernment.‘You found that the
people you have been fighting with are on
the other side. Now, how do you turn
around and fight against the same people
that you have been fighting with.As a
union leades it puts you in a predicament

‘The problem with the current
leadership is that when they go to

i with the g L they
see samebody they know,a comrade, If
they go to the companies they see
somebody they have worked with,
Anywhere they go, they sce somebody
they know.That is the prablem because
workers cannot trust those people. It
creates unnecessary tension and that's
wiiy they have to move, There must be a
transition where new leadership will be
born in the process.

Tle says that unions are going through a
tough period at the moment. But he does
not believe that the unions will die
because of the changes in leadership and
other problems

A soul searching process will take place
and this will result in the emergence of a
new leadeeship In his view, the new
leaders who will emerge will not judge
management and polis s on the basis |
of their political association. The new
leaders will be people who sa y.“So, what
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about the ANC? | know they
fought for iberation, bue I
don’t know much about that
The only thing 1 hnow 1 that
Fyou are stung across the
table you must either delner
or you are my enemy ™"

Managing at Transnet
In 1996 Ndintsa was
approached by one of the
blach exccutne directors at
Transnct who offered him the
posiion By this ume he was
of the view that the struggle
atTransnet had been won and
that a carcer move would not
be such a bad idea My view
was alo that you could not
lead 1n a situation where you
are fighung whites and then
suddenty when Transnct
becomes transformed and
there are blacks, but you
contnue fighung That would
have been some form of
contradiction’ He consulted
wath the leadership of the umon and they
accepted Ins decision, even though they
were not happy about lasing him
Ndinisa’s career progression from “tea
boy *to sensor manager 15 a rther unusual
one 1n corporate Sauth Afnca But there
are many other ex-unionsts from the
‘struggle pertod’ who started worhing as
ordinary labourers but are now in

managenal of other semor positions in
corporations, the enil senvice and
government

He says that when he started in the
“new job, there were some in management
who felt that because he had not gone the
convenuonal route of formal traiming at
univeraty, there was something he lacked
Some were always trying to test hus
Lnowledge of the P

But hie savs that he proved them wrong
and they came to 2ecept and respect lim
Ndinisa attnbutes s success in his

new job 1o what he the union taught him
‘Basically, the mformation I was exposed
to and I gained through the trade umon
movement was the best ceruficate of my
bfetme. T doubtf T could have ganed this
anywhere cls

_The union teaches you
about Wife, something which formal
education tahes for granted Secondly, it
also teaches you to understand human
bengs Thirdly, 1t gives you hnowledge 1n
he sense of reading and understanding
the environment in which you operate
Those are the cntical things which |
benefited from and which are hey to my
success in whatever T have today

He beheves that those managers from
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Nelson Ndinisa learned that a leader has to be amang histher people and lead by

example.

working class backgrounds, lihe himself,
will change the style of doing things in the
workplace.‘Thosc are the only people
who will make a difference to the style of
managing because they come from the
environment, they understand the fears of
the workers, they understand the
frustration of the workers, and they also
understand management because they
have been negotiating with them, But if
you produce black managers at umversity
and throw them back in the working
il you are ing the

sune styie as that of white managers! He
siys that many of these university-trained
black managers are arrogant and believe
that trade unions are monsters to be
avoided at all costs

Ndinisa's background, his experience in
the union and his subsequent move ing
management eaises issues about current
developments within the trade union

movement. For many union activists and
observers, the move by people like him
into managerial positions remains a
controversial issuc. While it is healthy to
have that debatc, it is important that the
debate is informed by a closer

i ding of the circt of
these unionists as part of a generation of
activists. Their departure is not simply
about them as individuals. It Is also about
the loss of the experiences of an entire
generation and the collective
organisational memory of those
expericnces, This, I would argue, is the
most useful way to frame the debate about
the so-called brain drain from the union
movement. %

Sakbela Bublungu is « leciurer at the
Universtty of the Witwatersrand, o staff
assoctate of SWOP and a member of the
Budletin's editorial board
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Learnerships

introducing questions for unions

ne of the i in
the Shills Develapment Act is the
creatuon of learnerships This

article Iooks at what learnersiips are and
what they are intended to acueye as well
as some of the sues surrounding them It
also highhghts areas that unions and
workers may want to discuss

There are many complea sues
malied in the design. devclopment and
implementation of learnerships This
article only aims to introduce the most
important concepts and issues and does
not am to deal exhausinely with the topie.

Broadly speaking, the Shilts
Development Act and the Skills
Development Levies Act seek to create an
emvironment in which peaple can acquire
shills which the labour market demands
Leamerships are one of the schicles for
encouraging people to devclop therr shalls

What is a learnership?

Alearnership is a speerfic hind of learning
programme svhich contains a structured
learning component and structured work
expenence and results 10 a nationally
recognised qualfication.

Typically, a learner would attend classes
“at an institution or trarng centre and
then be allocated to a department for a
particular hind of work ;apenence
Formal learning would alternate with
work experience unul the learner has
mastered a range of skalls.

Christoph Vorwerk explains
what learnerships are and
bighlights areas that unions
and workers may want to
discuiss.

Speenal learnerships are bang dewigned
for enteeprencurs setting up ther own
businesses They will recen ¢ trmnng and
support to mcrease therr chances of
success

Other learnerships could be designed
for accelerted development of selected
previously disadvantaged persons who are
already in employment Learnerships can
be used to implement employment equity
sues

Still other learnerships may be used to
help deat with specific social or
devclopment issues For example, some
groups have been discussing a learnership
1n the health sector in which quahfied
learners in villages of communities will
assist and support people I ing wath
HIV/AIDS and their families This
learnershup could form a stepping-stone to
communty health worker and eventually
10 a career path in the medical sector

Union concerns and focus

Q Are the Jearnerships just vehicles for
acquiring technical skalls?
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Q Could we have learnerships for
shopstewards,

O Could we have learnerships for workers
to closc language, maths, science and
trade theory gaps?

Q Could we have learncrships for micro-
entrepreneurs?

O Are the learners acquuring the necessary
shalls and knowledge to ¢nable them to
develap themselves fully in the
occupational area and embark on the life-
long learning pathway?

3 Will new entrants with higher
qualifications threaten existing workers'
jobs?

What governs the learnership?
The learnership is governed by an
agreement between the learner, the
employer and the education and trining
pravider The agreement spells out the
nights of the various parties to the
agreement The learner, for example, will
have the nght to ad ion and

required skills and knowledge.

Learners are thus both students and
workers at the same time.As they are
studying and working they are acquiring
skills and knowledge which will lead to
qualifications.

Union concerns and focus

Q The regulations provide some
mechanisms for dispute resolution. Wall
trade unions also need to represent
learners?

0O Will learnership agreements contflict with
current workplace agreements? (Leave or

lciplinary for >

Q Do the NQF-registered qualifications
adequately reflect workers' interests?
Are they just technical qualifications or
do they reflect a broader range of skills?

Purpose of learnerships

‘The learnership provides the leacner with
the to achieve a

training, learnmng resources and
assessment.
The learper also has some obl.

on the NQF and rclated to an
occupation. It allows learners to break
through barricrs that exist in acquiring.

for example, to work for the employer, to
comply with workplace policies and
procedures and to attend all study periods
and theoretical learning sessions

Similarly, rights and obligations are
provided for the education provider, the
employer and the Sector Education and
"Training Authority (SETA) with whom the
leaenership is reglstered These rights and
cbligations are all spelled out in the draft
regulatlons of 26 January 2000

A SETA must register the learnesship
with the Department of Labour.

The learnership leads to @ recognised
qualification. This qualification roust be
reglstered on the National Qualifications
Framework (NQD). Learners will then be
assessed against nationally recognbsed unit
standards Unit standards reflect the

¢ broad experi for example
‘Lcan’t get a job because 1 have no
experience. I can't get experience because
I have no job"

In addition, learnerships must be demand-
led, responding to needs in the labour
market. The qualifications and the skills
acquired must result in learners being able
to engage in the labour macket - that is find
and retain work opportunities,

Sector Skills plans are one mechanism
for sdentifying labour market needs. Each
SETA will be developing such plans for its
sector.

Union concerns and focus

Q Do the Sector Skills Plans ceflect the
interests of not only formal work places
but afsa of developmental, informal and
small business?
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Learnerships are broader and more dynamic than apprenticeships

2 Are workers' needs adequately
addressed i the Sector Skills Plans?

2 Are there learnerships which wall nelp
workers develop mobility - to transfer
from a scctor where there s low
growth or contrction to another
where there is more growih’

Just apprenticeships?
While tradinonal apprenticeships could
become learnerstups, the learnerstup
concept 1s both broader and more
dynamuc Tearnerships would go beyond
the traditonal blue-collar trades and not
be restricted to jus eniles who are entering
the labour marhet for the first ume The
NQF also provides for more levels of
quabfication bets cen school feaving and
the tradiwonal trade

A learnerstup could result in
qualficaton which 15 a stepping-stone to a
teade, for example a person qualified to
repair domestic electrical applances

versus an clecinenan

Learnerships could also be used at
Ingher levels on the NQT Many national
diplomas offered by technihons 1n the past
have required expertential learmng These
qualifications could be adapted to become
leamerships Simitarly. the inteenships of
qualifuing medical doctors or similar
expenential tearming for other
professionals could be redessgned as
learnerships

some of the people who could benefit
from learnersiup programmes include

O current workers or emplovees who
need to change or broaden their
occupation because ther shalls are no
longer needed,

2 current workers whose shills arc beg
developed m terms of the Employ ment
gty Act,

O new entrnts 1o the labour market,

O retrenched worhers,

2 unemployed worhers,
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needs adequately addressing the
sector?

Who designs learnerships?
Registering learnerships will have to
be a collaborative effort Depending
on the type of learnership, there may
be a range of role-players and
stakeholders involved. These could
include:

O education and training providers;

O employers or workplaces;

Q unions;

Q development agencies;

O community organisations;

Q statutary professional bodies,

0 trade assaciations,

Q associauons representing special
nterest groups (for example
hawkers),

0O non-governmental organisations;

Q national, provincial or local

Learners are students and workers at the same time. government departments,

O donor or funding agencies.

O people m communitics or rural areas

who are acquiring shills as the result of Union concerns and focus
development projects; Q Are there learnesships tools in
Q emerging entrepreneurs, for example transforming the workplace and society?
informal traders 0O Do they provide opportunities for
Because of the scope of the SETAs, no area redressing past and present inequitics,
of the labour market 15 ignored, Could for example lack of access to schooling
there be learnerships for: or resources?
Q shopstewards and union officials; Q Will the entry of qualificd learners
O politicians, traditsonal leaders and distort the current labour market?
community representatives; Could employers use learners as a form
QO educators and shills development of cheap labour?
facilitators, Q Wil the learnerships privilege new

O publie service personnel; entrants and disadvantage existing,
Q tradiional healers; unqualificd workers or people in the

Q entertainers? subsistence activities?

Unlou concerns and focus Impact on the workplace
Q What shills do unions need to develop? Introducing learners Into the workplace
Q What skills do workers in the informal will create new dynamics in the

sector need o develop? ‘workplace, Whether the learner comes
O 18 the research for skills development from the existing workforce or is a new
62

SA Labour Bufletin



LEARNERSHIPS

ntrant. theee will be new activities and
clationships Some of these dy namucs are
3 learners, especially 1n the carly stages,
wtll not be fully responsibie or
accountable for their output,
2 learners will need support
Q existing workers may need to
shills to support learners
Learners in the workplace will place an
wdional burden on the current
worhforce and on management It may
require compromises n the work process
and possibly even m the achiesement of
production targets, even if only for a short
penod

quire

Union concerns and foctis

2 The disarpline of fearners and the
handling of their gricvances may require
additonal mechanisms Will workplace
agreements need to be revised

3 Are the commumicauon systems for
informing current employces adequate
to prepare them for learners arrving in
the workplace/

2 Is the company /institution developing
and recogmising learner support shills
among its existing stafl*

Unions’ influence

Where will unions be able to influence

learnerships? At the national leyel unsons

Wwill be able to exert influence within the
structures of the Natonal Skalls Authonity
and the South Afnican Qualificanons
Authonty
At governance Tevel unions wll be able to
acrtnfluence with the SETAs at both
mational and regional level Thus includes
Q determiming labour marhet demands,
3 influencing the construcuon and design
of appropriate learning programmes,
QA determining incentives for particutar
occupational qualfications
At design and development level,
unions can influence the content, the

lears

g processes and the learning
programmes The challenge for unions witl
be 1o ensure that botl employers and
providers adjust their current approach
and practices with regard to occupational
truming and education

Atmplementation leyel, umion
members and shopstewards wall be
interfacing with the workplace facilitators,
the providers and the learners All of these
nterfaces offer opportumties to mfluence
and evatuate the learnership system The
real value of tearnerships will be in the
quality of learning at workplace level This
1s where ‘theory is converted 1nto practice
or pracuce informs understanding

Union concerns and focus

2 Do umons have the capacity (o engage
at all these levels and i the dav-to<day
design and dexclopment of learnership
programmes?

Q Do union representatnes have a clear
1d
e

a 0f the systemic and strategic 1ssues
ted to the shalls development
practice, the labour market and the
Iearnership sy stem?

Conclusion

New systems such as learnerships can be
both a threat and an opportunity Our first
Tesponse s often negative By identifying
opportunities, we can often use the new
system as a lever (o achieving our strategic
objectnes By considening learncrships as
an opportunity, unions could use them to
address not only changes n the workplace
but also such 1ssucs as
U union capacity needs at all fesels, and
O new marchet opportunities for unions
sectors such as small business or
reconstruction and development %

Christoph Voru erk s a facilitator and
consultant in the fleld of skills development
and the NOT
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Striding forward on
health and safety

¢ ben the workers came up
JSrom the shift they said that
s g the air smelled funny and

that other workers should not go down
Thre workers did not want to go down,
they were worried about the conditions
But they went down ater there was the
exploston Many miners were killed*

T remember going to the morgue with
relatives of the dead miners.We went to
identify and clann the bodies But this
was very difficult to do There were body
parts - arms legs and whatever; all pited
together; o top of cach other It was very
haumatic”

The aboye quotes were taken from a
then CWIU official, talking about the
Middlebulr disaster - an explosion in the
Sasol Coal mine 1n 1995, where 32 mincrs
were killed They illustrate the dangerous
conditions that warkers were working
under and insufficient worker nghts
regarding health and safety.

Jump to 1999 where CEPPWAWU and
Sasol Coal Mines management sigaed a
path breaking agreement in the area of
health and safety. An ageeement that stands
as an example to others on what
innovative thinking and strong
negotiations between powerful and
comnutted partles can achieve,

Xmas Tsolo, a CLPPAWU shopsteward at
sol and chairperson of the Mpumalanga
region, presented the agreement at a

Tanya van Meelis reports on
the CEPPWAWU/Sasol Mining
Occupational Safety, Health
and Environmental Agreement.

semunar which formed part of the SA
Labour Builetin/FES Collective Bargaining
Seminar Senies. e and Shirley Miller (who
was CEPPWAWU's national co-orcinator
for health and safety) also gave of their
time to be interviewed on the agreement.

Why the agreement?
After health and safety disasters i 1993
and 1995, the union took a demand from
members at Sasol Coal to regulate health
and safety through agreed procedures. The
new Mine Health and Safety Act of 1996
also placed a legal obligation on partics to
setup steuctures with representatives to
deal with health and safety. Tsolo explains.,
‘Our members were exposed 10 dangerous
working conditions. We wanted to
promote negotiations on health and safety
Lo ensure that management complied with
the new legnlation and improved our
members’ workiag lives in terms of health
and safety. We also wanted to empower
our members'

The nnions submitted a deaft agreement
and embarked on the long negotiation
process in March 1996 The agreement was
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Acntually signed in March of 1999
\ccording to Miller, this fong period can
e eaplamed by the fact that 'management
_hunged negotatson teams s delaucd
the process hecause the new people

didn’t know w hat had gone on hetore”
Although the negotiations 1ok & long
tme, Miller thinks that there were clear
henefits “The negotiations were long and
dfficult However, we developed our
relationship and ensured that we all have
the same understanding of the

preement
Tewas worth spending il the tme we did
on negotiations because we now e
quahity agreement that both parues can
support*

Principles

General panciples i the agreement
include.

O Eaery worker has a night to hnow the
nature of hazards to which he or she s
cxposed and the preventatine measures
put in place by management to
chinnate them

All health safery and environmental
ssuies, codes of pracuce and policies
uperatne m the company are
negotable hetween the unon and the
company

All health and safety hiazards will be
addressed according to a hierarchy of
controly

chmination,

substitution,

engineenng controls (including,
venulation),

personal protectine equipment and
admunstratis e controls will be used
as a fast resort

The company undertahes to continually
search for ways to improve the working
environment and to control and
minimise the effect of production on
the environment Where apphicable,
mternationally recognised standards

[}

8}

(=)

will not be seen as the goal but as the
nunimum acceptable standards

3 No worker will be vicumised i any
way for identify ing unsafe and
unbealthy conditions

o

118 the rght of cach employee to work
under safee, healthy and sound
conditons This ncludes basic buman
needs such as provision of dean water,
todets and appropriate Wating,
facilities

AIFCEPPWAWT shopstew ards are also
enttled 1o represent worhers and
negotiate occupational safety and
cavironmental proceduses s will be
done n terms of the existing
procedures for the opuration on
shopstewards

o

Many of the above principles are path
breaking for the umon - especially those
that establish the unton as a prime partner
n health and safety This 18 supported by
other clauses 1o the agreement Tor
example, the agreement provides for a
monthly meeting w here the unton wilk
mecet with the company to deal with
health, safety and enviconmental issues 1t
also mantuns the ponciple of
proportional representivaty for any
worhing geoups that may be set up “Any
working group formed to jointly

m estigate any health, safety and
environment topic will be constituted
according to the prnciple of
proporuonaliy with regard to other
unions”’

Advantages

Tsolo's presentation outlined a number of

advantages the agreement holds for the

union These include

0 shopstewards have aceess ta
nformation,

2 shopstewards have the oght to nspect,
2 shopstewards have the nght to
withdraw worhers from an area they
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regard as unsafe;

O the umon has the right to use 1ts awn
experts and the costs will be borne by
the company where it consents to do
50,

Q the company will keep truning records
for health, safety and the environment;

0 worhkers have the right to choose
personal protective equpment;

Q the unton has the nght to call an
nspector to inspect the workplace,

Q shopstewards get time off for health
and safety issues and trining;

0 the company must easure that the
mines and operations operite
according to intended design and
production capacity.

Scope

1n many situations, contract and casual
worhers feel that they are not protected
by « union or exisung agreements The
CLPPWAWU/Sasol Coal agreement makes
explicit provision for covering all workers
working at Sasol Coal ‘This agreement

Committee system

shall cover all workers employed at the
various mines and works where the
CEPPWAWU is the representative union.
This includes all temporary worhers,
casual workers and permanent workers..”
Tsolo stresses that even those who do not
work for Sasol Coal, but are on the

pany ises, for example 13
goads, will be protected by the agreement.

Structural arrangements

The Mine Health and Safety Act of 1996
provides a legal obligation on partics 1o
agree on how 1o set up a structure with
representatives to deal with health and
safety issucs.

‘The CEPPWAWU/Sasol Coal agreement
sets up a threedevel structure - all safety
representatives form the first level, safety
representatives are elected from the tirst
level to meet with a lngher level of
management on the second level The
highest health and safety structure is the
third level where the managing director
(MD) and exccutive sit with

1st level

2nd level 3rd level

Management level |shalt manager
plant manager

diisional manager

operational manager
mine management

managing director

Attendance + althealth and safety reps

elected from the

* 12health and safety |
reps nominated irom

8 health and safety
represenlative

designated working places the 1stlevel from the 2nd level
* 2 mine overseers/chiel * full-ume healthand | « full-time health and
foremen salely sleward safety stewards
* 4/5 shift supervisors/ * shalvdwisional + executve
foremen managers workgroup
+ human resources/ * chairperson from the|  members
ventilation 15t jgval « managing director
* health and * human . from
manager of the area * safety and health the second leval
« full-ime health and safety [+ lrainingfventitalion meetings
stewards « operations manager
Frequency of monthly bi-monthly pi-monthty
meetings
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representatiyes from the second level

The agreement also provides for full-
ume health and safety stewards clecied
from the shopstewards The union h
argued strongly for tis saying chat a
shapsteward would have the skalls and
Knowledge to deal with management on
health and safety issues The company
commuts tself to prosding the necessary
facibtics for the full ime health and safety
stewards to perform ther duties

Tor Miller, the agreement helps ensure

d

more robust structures for the umon than
are provided for m the Health and Safety
Act ‘It shows how unions can play a
positive role i health and safety”

Prevention and safety
procedures
The umion concentrated on prevention
and safety procedures As such the
agreement states that the company will
ensure that the mines and operations are
operated according 1o intended design
and production capacity
The paruies wall address the promoton,
provision and mantenance of health and
safety through
Q rdentification of hazards;
Q control of hazards which includes
traming as a control measure;
Q monitoring the effectiveness of control
measurers
Parties accepted that the weanng of
personal protective cquipment s the last
resort and that the health and safety
commuttee must be consulted on the
choice of personal protective clothing It
would take the expenence/opinion of
Workers 1nto account when choosing
* personal protective equipment.
Other clauses on prevention and safety
procedures include.
2 The mechanisms to perform such
entification of hazards, the sctung up
of control measures and the ¢valuation

of the results will be the subject of
ongong negotations between the
parties The nature and frequency of
resk assessments and audits will also be
subject 10 negouation berween the
parties

o

No new chenne

I+ or physical agents or
new

stallations or processes or
modificatons thereof, that may be
harmful to occupational and
environmental health and safety, shall
be introduced unul all the avaitable
datt, concer

1 385 1mpact on health
and safety has been evaluated and ats
use endorsed by a joint meeting of the
company and union

O The collecuon, mamntenance and

mterpretaton of statstics will be the

subject of negotiation between the
parties

No exemption of safer and health

matters will be apphed for without the

consent and support of the union.

8]

Link to working conditions
CEPPWAWU wanted to hnk health, safety
and the environment to working.
conditions and restructuring Tsolo gives
the mouvations the umon gave to
management in order (o win these clauses
and contain managenal prerogatne “We
were tning to avord management

T new g on
wvorkers We <aid that technology will have
an impact on health and safety 5o we need
to do proper research first We have to
worh to make sure that new technology
will not result in a dechne in health and
safety standards®

The union’s praposal was accepted by
management and the agreement now
states that 'no permanent worher, contract
worher, temporary worher, casual worker
or permanent employ ee lemporanly
transferred, shall be allowed to commenc
work unless they have completed the
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necessary health, safety and
environmental induction tmining, and/or
the specialised tmining applicable to a
particular job'.

Tt also states that:'The introduction of
any new processes, production methods,
plant or cquipment, substances,

ions, or work gan
shall be accompanied by appropriate
formal traning’

Recipe for success?

Tsolo attributes the success of the

negotiations and the agreement to three

primary factors

Q the mature nature of the relanonstup
between the parties;

Q strong support from membership
throughout the negotsitons (as Tsolo
says ‘they gave us power’):

Q an excellent team of negotiators.

Tsolo also

MD was willing to sce that we were trying

to reach agreement and gave negotiators

support. He could see that there was o

serious problem and wanted to solve

issues Tle also wanted to be sure that
there would not be misconceptions
around the agreement.”

es management creds

Key lessons

Tsulo is able to drw a number of hey

lessons that he thinks other

benefit from:

Q be assertive - have a strong argument
and arguc it strongly,

Q be posttive - focus on the posttive not
the negative 1n order to make progress;

Q where there is a problem, break up into
smaller groups to deal wath it. Explore
options and bring the
recommendations back to plenary,

O make sure that you do proper rescarch
that can back you up in looking for
solutions;

Q exchange information,

nionists may

Challenges

While the union has made substantial
gans with this agreement, Tsolo still thanks
there are challenges ahead, one being
cnsuring that the union remains central in
the process of taking up health, safety and
cenvironmental issues;*We need to work to
make sure that shopstewards are elected
as health and safety representatives They
have the necessary capacity and skills o
challenge issues However, we also need to
find ways to ensure that they are not
overburdened”

Miller also stresses the need to build
capacity around the agreement, although
she stresses that the commitment from
semor levels of management must be
carricd down to lower
management. ' While the union must triin
its members on the agreement, Susol must
also train 1ts management to ensure that all
levels of management are able to
implement the agreement in good faith!

‘Tsolo also wants to extend what he
regards as hinmstations on shopstewards®
rights in the agreement Cor example:

Q while shopstewards can inspect, they
need the consent of management to do
50,

while shopstewards have the right to
withdraw workers from dangerous
work, they nced to consult health and
salety representatives;

whule the union has access to members,
it has to have the consent of
management.

It 1s issues such as the above that the!
union will be challenging in the future.
Miller stresses that like any agreement, this
one is not perfect. However, the parties.

T w clause:'We must
ensure that we evaluate the agreement
and its implementation on a regular basss.
Ttis o ving agreemient and we have m
provision (o alter it where we find
improvements can be made! ®

vels of

[u]

o

built in a re:
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book review

20 Years in the Labour Movement: The
Urban Training Project and Change in
South Africa: 1971-1991

or millions of South Afcans, young
Fﬂnd old, the Tast three decades of the

ith century will reman one of the

most eventful penods i the istory of
ressstance in South Afnica

The role played by the trade union
moyement dunng this ume remams
ctched on the collectn e memory of all
who hned during thrs tme, not least
among them the employers and
government officials of the time. But many
of those struggles and expenences remain
unrecorded in am form, either because
the makers of that history are unable to
record 1t or because those that can do not
have the ume and the resources to do it
For these reasons, Donovan Lowny s book
on the Urban Training Project (UTP) and
sts contribution to the deyelopment of
black unions, represents a umely.
contribution to the history of the umion
morvement 1n South Afnica

The UTP was formed 1n 1971 as a
project aimed at promoung trade
unionism among black worhers through
education and tmining, and 1t continued
performing ths role until it ddosed dow n
in 1991 In those 20 years, the organisation
provided cducation and training to over
51 000 worhers and worher lcaders.a very
significant contribution indeed gnen the
conditions under which it operated In
addition, the UTP helped establish and/or
provide support ta several unions, some of
wiuch later became affiluates of the

Sakbela Bublungu reviews
20Years in the Labour
Movement: The Urban Training
Project and Change in South
Africa: 1971 - 1991, by
Donovan Lotwry.

Tederanion of South African Trade Unions
(FOSATU) and the Congress of South
Afnican Trade Untons (COSATU). The
Commereal, Catening and Allicd Workers'
Union (CCAWUSA), Sw eet, Tood and Alhed
Workers” Umion (SFAWU) and Paper, Wood
and Allied Workers' Union (PWAWU) are
some ol the unions 1t helped establish

Historical marginalisation

The formation and work of the UTP was

nsprred by indr

duals from very diverse
soc1al and political backgrounds Lowry
show s that those who established the
orgamsation came from the Trade Umon
Council of South Africa (TUCSA), the
Young Christian Workers and the Catholic
Church, other rehgrous denominanons, the
Black Consciousness Movement, the
African Natona! Congress and the Pan-
Afncanist Congress

The UTP also pioneered several
strtegi

pproaches to union organisation
which others adopred later, such as the
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emphasis on black leadership of the new
unons, the econonustic strategy to ensure
survival, the tactical establishment and use
of statutory works committees (instead of
lsuson cominittees) as part of the strategy
to revive black unions and the working
with Wits University to set up a legal chinic
which eventually led to 2 new course in
Labour Law for students

Why, then, does such an orgamsation
and its work recerve such negligble
coverage in accounts of the union
movement's history?

Lowry argues that this is because of a
deliberate strategy of ‘lustorical
margmalisation’ by those who want to
“write the UTP out of the story ' (p3) In s
account, the main cutpnts are ‘white
university people’, young white
sntellectuals ‘based in, or emerging from,
the English-language universities’ who
foltowed UTP into the field - some
helped by it (pp2-3)

Lowry's attempts to trace thns rivalry
witlun the union movement broaches a
subject that nuany have chosen to avoud in
therr versions of union history during this
penod

The baok Is scathing of the ‘cultural
hegemony' of these neo-Maraast
ntellectuals who had FOSATU as their
organisational base, and it cites two
examples where their networks were used
to try and limit, or even close, the space
for the UTP to operate. There s evidence
of monopolitstic and mampulative
cadeavours at least on the part of some of
the FOSATU people

‘The dismissive treatment of UTP i the
story suggests this there was, for example,
the partisan coverage of union atfairs
meted out in the Jabonr Bultetin that this
group staffed and controlled, and other
writing. But something more manipulative
wis attempted.

At the end of 1979 the UTP committee

became aware of attempts to stop its
funding from the British Trade Union
‘Council (TUC) The TUC informed UTP
that FOSATU wanted all funding for black
unions to be sent to it' (p197)

This theme runs through the entire
book and 1t is quite revealing about the
rivalry between the different political and
ideological currents within the union
movement during this period Itis the fiest
time that these issues have been addressed
from the other (non-FTOSATU/COSATU)Y
side of the political divide Tlis attempt to
contest received versions of the union
movement and to highlight the
contribution of those working under the
auspices of the UTP represents the most
important and interesting contribution by
the author

Disappointments

However, the book is disappainting in
several respects Firstly, the presentation of
rivaley wathin the union movement 1s too
conspiatorial and thus fails to
acknowledge that *manipulative’ actions
and conflicts were widespread between
(and withu) all the different currents in
the unton movement.

Secondly, although the book presents a
good account of the contribution of UTP
and its activists, it fails to denl with
conflicts and contestation within the UTP
camp itself. Surely, UTP was not just a
happy family of activists whose only
problem was to ward off hostile attacks by
others, N

In his autobiography, My Life Struggle,
PetrusTom suggests that his parting ways
with UTP was acrimonious, and one also
gets the impression that he feels there was
political manipulation wathin the UTT-
afligned union that he worked for. The
book would have been immensely
enhanced by a discussion ot political
tensions wlthin the UTP and its unions,
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particularly gren that it
contuned so many different
currents and tendencies
within atsell
‘Thurdly, there s a tendency
mn the book to want to blamu
everybody ¢lse but the UTP
for its marginakity and
ulumate collapse It would
have been useful to have a
discussion of sues on
which the UTP made errors
of judgement or where it
faled to positon stselld
adequately, particularhy
dunng the period of
consoldanon withim the
umon moyement 10 the
mid 1980« Tt 1s true that
many worker leaders who
Tater became prominent
unionists 10 COSATU
came throuph UTP
trRunng seminars and

in the

workshops
Wy did the GTP fal
to mantan hnks with these
leaders when they had moved over to
TOSATU and, later, COSATU? Pinally, the
hook makes a cominaing point that s hite
mtellectuats played a dommant role in the
affairs of the FOSATU and COSATU unions
But this cannot be said for the entire
peniod of the UTP s exsstence A closer
examunation of deselopmentsin the
unfons will show that the power of the
intellcctuals began to wane after the
formauon of COSATU If the chief problem
for the UTP was the presence of these
mtellectuals in the unions, then they
+ should have noted this change and started
o reposition themselves for closer
worhing relations with workers in
COSATU
Notwithstanding the above, the book s
a welcome contribution to the literature

--IO }Tears
LABOUR
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The Urban Training Projecy
04 Chined in Souh Vrica !

1971 - 1yo;
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Donopay,
on ’}:)r

on the Justory of the trade

umon movement Tuis wellwntten and
well researched and the poce s
reasonable Tes agreat paty, though, that a
book of about 313 pages does not have an
ndex! *

Sakbela Bublungu s a lecturer o the
saciolugy department at the Unitersin of
the Witu aterstand, a staff associate of SWOP
e @ prember of the Butleton s editorl

board

20 Years in the Labour Movement The
Urban Traming Project and Change in South
Africa 1971 -~ 1991 was published in
Johannesburg by Wadmore in 1999, 1s 343
pages and costs R70
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‘Workers of the mind’

Bulletin: When was SADTU forned?

Madisha: SADTU was offically launched
1n 1990 The formation goes back to the
unity talks in 1988 1n which the exiled
ANC and COSATU comrades like Sydney
Mufamadi and Jay Naidoo played a part
“Those people ensured that more than 15
orgamsations which were structured
around meial ines came together, Before
the formation of SADTU the apartherd
system did not allow teachers of different
racial backgrounds to come together A
number of organisations stayed out and
that 15 why today sone organisations are
sutl outside SADTU.

Bulletin: How many members do yot
have and who are they?

Madisha: SADTU has 220 000 members
from 10 000 1n 1990 The members are
teachers in the formal education sector:
primary and sccondary schools and
colleges of education We have a few
lecturers from the universitics

Bulletin: Yon bave organised about tivo
thirds of all public school teachers and

the rest are tn other unions What is your

organdsing strategy now?

Madisha: We have two rival
organisations, the National Professionat
Teachers’ Oeganisation of South Africa

Etienne Vlok and Rugaya
Rees interview SADTU
presida Willie Madisk

(NAPTOSA) with G6 000 members and SA
Onderwysersunie (SAOU) with 35 000,
Although we have more than 70% of
teachers in the country we still beheve the
other 30% has to come inside SADTU.
Those teachers who remain outside
SADTU even if they are organised by the
other remain ised.
We must get cach and every teacher in the
formal education sector into our ranks,

We have identified strategies we could
usc. Before 1994 we organised teachers on
the basis of our political commitment and
direction With the advent of democracy
the majorty of teachers are now no longer
Tooking at ideologies and philosophies
They have begun to say “Let us look into
the ather areas™. Oa the basis of that we
established our investment wing, We nust
begin to deal with the kind of problems
teachers face. The majority of teachers, for
instance, have outstanding debt.

We have therefore said “Let us look
1nto ways ot addressing that debt”,
Secondly, we have ashed what makes
NAPTOSA and SAOU survive. We realise
they do things that we are not doing, for

plc the fessional of
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cachers We have a big department wilnch
Ieals with development but our members
Jo not fedd that kind of thing We have
herefore smd” Let us sdently the things

e members want and avail resources to
min them” In that way we belicve we
vl be able to remove the carpet from
mder the organisatonal feet of the other
gansations

Sulletin: S ADTU has more professwnal
nembers than a t pical COSATU
ndustrial tnion How does e union fit
nta COSAIU?

Hadisba: The history of the country has
nade sure that teachers do not see
hemseles as workers Thes makes 1t
bifficult to organie them We have to
ttack that kind of a thing Tor instance we
vok alot of tme 1o convince them to
ome nto COSATU Whenever I have
ddressed them Tindieated to them “look
ou are workers™, Some of us have sad o
hem they are workers of the mind
Also,workers win hattles by steihing to
hallenge th
aachers considered their own pay before
ong into mass acuon We have begun o
an that around Last year teachers were

employer But in the past

tthe forefront of the public sector battle
cachers now see themsehes as part of
e working class and COSATU. Unlike
omentonal trade unions, teachers came
2 the umon movement late We sull have
> learn all the tacues that the taditional
mons have used

tis also difficult because the
ommunities have not accepted that
‘achers are worhers How many people
ry foul when teachers stohe? In 1998
‘hen SADTU went out to defend the
strenchment of 48 000 temporary
“achers, our communities did not support
s Also,1n COSATU's strihe action on
0 May we had letiers from the Mimster of

Tducation and the community say

teadhers must not go on strihe They
ate

Pt to dinvorce teachers from the
broader working class

Bulletin: How is SADTU stafjed and u hat
structures do you hate?

Maddisba: The Iighest structure 1s the
natonal congress followed by the nationat
general council, the national executn e
commuttee and the national office bearers
In the prosinces and regons you have the
same thing At the branches you have
AGMs, then branch exceutne commitices
and stesteward councils At the school
level you hase sue commut

e consssting
of the site chairperson, the site seeretary
and the organiser

Weare well staffed with a number of
departments at the national office The
eight office bearers are here full ime
‘There are a number of departments such

as the natonal administrator, orgamsang
gender, sports, ants and culture and

cduc.

ton Under the fatter we have the
[

rch department and sub-departments
dealing with carly childhood desclopment,
Ingher cducation and curniculum
development We have the sports, arts and
culture department because SAD U
organises where there are children
practisng those things

Bulletin: You hare many women
members but they are not represented m
the teadership Why is ts?

Madisha: Perthaps Stalin is the problem
At the COSATU gender conference T took
them back 1o the histony of the Soviet
Union When Lenin came into power
women were given almost everything
What we are fightng for today was given
10 those women around 1919 abortion,
legalised prosutunon, diorce 1f a women
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‘Waorkers win battles by striking.”

could not identtfy one man as the father of
her enld a number of men she pointed
out would be forced (o pay maintenance
These rights were given to women by the
wirn of the century until 1936 when Stalin
came in That legacy has atfected us as
well,

More than 60% of SADTU members are
women but only one of the eight national
officers is a woman We have sad we must
attack this hind of a problem: firstly, let us
look at equipping women so that within
short periad of time they can tahe over
the leadership. We e a policy that in
cach and every workshop about 50% must
be women Every region and branch
knows that.As we go to the COSATU
congress we will be arguing that women

must not only be given
positions in terms of quotas
but we must increase the
levels of capacity-building

Builetin: What 1s SADTU's
response to the education
crisis?

Madisha: The present
government and all of us in
the tnpartite allance realise
that indeed we have an
education crsis Itis part and
parcel of the socal deficit
that the country faces.
Therefore SADTU saw the
emergence of Curriculum
2005 as a step forward. We
believed it was taking us
away from Bantu education
and would develop the
people of our country We are
disappointed that it has not
come 1o fruition. SADTU says
1t has not succeeded because,
firstly, teachers were not
trined to deal with it The
department’s cascading model where a
few teachers were trained and thos
would then train all the others did nat
succeed Secondly, government did not
avail enough resources, for example
levclog the workbooks for C
2005 that every child and teacher was
supposed to have,

In terms of the policy evolution and
legistation, such as the South Africa
Schools Act, I think we are far ahead
SADTU contributed to this There 1s a crisis
Dbecause although we have good policics
and Jegislation there is no implementation
"This is because of the lack of capacity in
middle management at the Department of
Education

In some of the deep cuml areas, and 1
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e from there myself, more
ifrastruciure 1s needed Last year the
nermment spohe about 29 000
lassrooms that were sull needed What
onsuures a further s s when one
sacher faces a hundred children i a
lassroom In this sstzation you wall never
ave proper teachmg T was a principal for
sme tme and had onh ten classrooms
ith more than a thousand children As a
ssultof that you have this matr
Ienech that s aven senous problem

1 the working class childeen who are
tfermg with the matrie bottlencehs

We cannot address this crms unless we
the teachers There are 85 000
sachers in the countny today w ho are
nderqualified - only one or two years
“uning We have called on the department
yaval resources to train them so that we
an deal with the ersis We demand more
cachers yot the Minsster of Education

1lks about more than 20 000 teachers that
ust go This will add 10 the crisis SADIU

i

Yesources are needed for effective teaching

has called on teachers to put therr
shoutders o the wheel to address the
problems of the children of our country
and promote quality public cdacation

The day Kader Asmal was appomted
Munster of Pducation was a sad day for
South Africa We worked with Sibusiso
Bengu, the former ninister, for five years
There was proper consultation and that s
why Tam proud to say SADTU contributed
to the cyolution of legislation Tt was
particspatory democeracy 1 hine with the
demands of our alltance That s something
we
quichly calts a commission o task team
and does not come to us to say “what do
vou think about this particular tung?  He
appoints people, they finalise whatever
and he goes 1o the media and says

re not scemng with Asmal today e

whatever he wants to The majonty of the
things we achiered berween 199 ¢ and
1999 are bemg reversed That adds 1o the
crss we huave What we nant to see s
proper consultation o we can deal with
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this enisis What we want to
implementation of policies that have
evolved over the past five years so that we
can then take education forward 1 say it
was a sad day because Asmat
‘messiah that was gomng to rescue
education from SADTU

We were very happy when our alliance

seenas a

took over the government because we
spoke about the Reconstruction and
Development Programme (RDP), about
free, compulsory education This was
effected under Bengu's penod where the
jonty of the children went back to
school and were given textbooks But if
s and
Kader Asmal's speechics, he said he is

m

you have been followng the pap

going to withdeaw the supply of textbooks
and stationery to children. My brothers in
the rural provinces, Northern Province
and Castern Cape, cannot afford these
kinds of things

1In January the MEC for Lducation in the
Free State said of chuldren fail they will not
he readnutted That is a problem because
people are saying “let uy look At the costs
af keeping children in school” without
>

ying “let us make sure these chuldren go
through schooling because of the crisis”
Working class communities are the ptople
who aee sufferng. They can’t afford to buy
books. If you say that you arc not going to
give them books anymore it means you are
denying them education

Bulletin: You are involved in difficult
segotiations i the Public Service
Coordinating Bargaining Cotncil
(PSCBC) for the second year running
What do yout attribute this to?

Macdisha: Last year the problem was the
unwillingness of the Department of Public
Service and Administration W negotate in
goad falth. The issue was salanies SADTU
negotiated in a conventional way and

76

compromused four times from 10% down
to 7,1% Government simply said “no, we
follow this direction™and they did When
we went on with the negotiauons Minster
Gemldine Fraser-Moleketi simply said “you
take it or you leave i, T am implementing™.
‘The main problem 1s that parhament
comes up with a particular figure for
increases for the public service workers
even before the negotiauons. Then they go-
to the negotiations to say “we have so
much”. They want you to negotiate and yet
there are no negotations Even now when
they say the Minister of Finance has not
determined the amount, indecd he has
done that. He has spoken about 5% for
g of the benefits of the public service
workers when you refer to his budget.
The negotiations last year in the PSCBC
were not concluded. It is unfortunate what
happened last year It set a standard

because even employers in the pavate
sector followed the unilaterat
implementation model.

This year it is another hettle of fish -
worse than last year The workers demanded
10% with the lowest paid workers getting
more The employ er said “take 6% ot Jeave
1" While we were still attempting to

ate, Friser-Moleheti announced to the
medi 6% as the final offer. Once again, there
negotiations The 6° 15 sonmething

with but what the workers can't
Ine with is all the benefits being cut
housing subsidies, medical aid, leave dates
and 5o on. Everything is bemng taken away. If
the minsster goes on in this particular way
we will hit another problem fike we did list
year.

Bulletin: Contrary to the private sector
unions, SADTU negotiates with its polttical
ally What is the implication of this?

Madisba: We admit that there are
probiems in terms of tactics. As far as the
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1ghty-five thousand teachers are underqualified in South Africa

RUeRIC objectines are concerned. as the
lunce pantners, we are umited We do not
sree wath the taeues that are being
mploved One of those tacties v GEAR
Inch determines everything such as
1€ cuts i benefits Government wants
»curtail expenditure and not deal with
1 socul deficit That s exactly where
16 problem hies That s the wrong
e
The debates in SADTU are saying w hy
uld we be sn an alliance when
rerything pets tahen away, w hen the RDP
Putn a dustbin, w hen the socual deficit
not addressed The membership realises
s
As the leadership we have said
erpetaally that the alhance 1s alne, has
ven built on blood and therefore has to
€ nurtured We have to ensure it sunnes
tause we beheve that we have not yet
ad our reyoluton attuned The founding,
thers of thus alliance would not be happy
we begin to question that We have 10

deat with the kinds of tactical probtems
which are there 1 mean it s an open
secret that the alhance has not heen
meeting to tachle that

I must emplusise that despite the
allance™s exstence, the leaders of the
workers e to make sure that the deals,
the interests, the objecines of the warhers
are protected That 1s why whenever we
are not satisficd we will go out and
challenge this hand of tactical issue We
Wil do this for as long as worhers are
being shortchanged But then we will go
on respecung the alliance

We have thercfore atempted to,
pamfully so, separate the alhance from the
department as our emploser We hase said
that we are dealing with the employer n
the traditional way of employeremploy e
and therefore the alliance is asde The
questons that we have must be dealt
with in the alliance Tt s difficult. The
workers have reason to ash “what 15
happemng™ %
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Zimbalbwe

international

1 different point of view

or the first ime since Zimbabw s
Fmdcpcndcncc in 1980, President
Mugabe confronts a serious

'pposiion, both in parkament and in the
ountny In the recent elections, held on 21§
ad 25 June, hes party, the Zimbabwe
dfrican National Umion - Patriotse 1 ront
ZANU-PF) won 62 seats, while the
fovement for Democratic Change (MDC)
Yok 57

The MDC and most international
bsenvers concluded that the clectons
rere neither free nor fair The pre-election
enod was marred by vialence, in which
10r¢ than 31 MDC supporters were hlled
Tie Zimbabw ¢ Broadcasung Corporatton,
near monopoly of the broadeast medn,
vas thoroughly biased in favour of ZANU-
I Had intmdation been absent from the
lection, the MDC would almost certainhy
ave ston the majonty of contested seats

Lyen so,the MDC swept the board i all
3¢ mine largest towns In the working-
1ass consutuencies of Harare and

ulawayo 1ts yote ranged berween 707

nd 86 of the total pall In focus-group
neniews I conducted with factory
orhers in Harare, two main reasons were
rovided for this support

Tirst.workers are expeniencing seiere
ardships as a consequence of spiraling
Wlation This is running at over 60%, and

SEL10 nise to over 807 before the end of
e year One worker ashed me to tell

Juth Africans,the boys in Zimbhabwe are

Peter Alexander reports on
the outcome of the recent
Zimbabuwean election. We also
publish bis interview with rail
worker Gibson Sibanda, now
the MDC's vice-president.

suffering!” Others said they were being
pard about Z$2 000, kess than R300 per
month (vet the cost of g 15 similar to
that in Johannesburg) With the poy erty
datum line at ZS8 100 per month, maost
worhers are regarded as poor Many are no
longer able to send therr children to
school, and some are expenencing hunger.
The situavon s made worse by tugh levels
of unecmploy ment and the necd to feed
relatnves in urban and rural areas Worhers
blame Mugabe's policies for their
problems, and they see the MDC as the
only alternatne

Workers see the MDC as therr party
Although it has a number of middle~class
leaders, the top leadership - Morgan
Tsvangir and Gibson Sibanda - are trade
unmonists Tsvangeras, now president of the
MDC, wvas, unul recently, the secretary
general of the Zimbabwe Congress of
Trade Unions (ZCTU), and before that he
was a mineworher The ZCTU is the only
union federation in babw ¢, and nearly
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all untons are affiliated Having called a
number of successful stayaways 10 1997
and 1998, 1t reabised that strihe actions
could not soly¢ Zimbabwe's problems, and
1 February 1999 1t convened the National
Working People’s Comvention, modelled
on the Congress of the People 1t was this
gathermg that launched the MDC.

The MDC, ke the ZCTU, favoues a
socul contract, 1 market-based econony,
and co-operation with the World Bank and
INMTF Some of us muight think that such an
approach 1s musjudged. Novertheless, the
creation of a libour-based party 15 a
tremendous achievement. and a big step
forward for Zimbabwe s workers

Worhers 1inten iew ed thought that,
given Prestdent Mbeki's support for

IO hie should be supy the
MDC, not ZANU-PE Sources close to Mbekr
sy that his backing for Mugabe is
conditioned by the fact that he does not

want to encourage a worher-based
oppossition movement n South Africa. Morce
surprising is the Congress of South African
Trade Umons’s (COSATU's) lack of support
for the ZCTU and its party, the MDC ZCTU
leaders say that COSATU representatives
hase visited Harare and are aware that the
unions back the MDC They are concerned
that COSATU has become so close to the
ANC that it 1s losing its independence

Having returned to South Africa, [ am
aware that there has been distortion of the
Zambabwean situation by the South
African Broadcasting Corporation. For
mstance, the MDC's final election rally, at
Rufaro Stadium n Harare, was attended by
30 000 to 35 000 people, but much
smaler numbers were reported in South
Afnca

In the following interview, Sibanda
responds to some of the
misrepresentations that have occurred.

Gibson Sibanda

Gibson Stbanda was born in southern
Malabeleland in 1944, and started work on
the raiways in 1965 Unhke Morgan
Tsvangiral, who was a ZANU-PF
commissar, he was a member ol the
Zimbabwe African Pecople's Union In 1976,

when he and his wife, Zodwa, were detained
at gunpaint, they were taken from their
house leaving behind a six-month old child.
Later they had another three children, and in
the 1880s Zodwa Sibanda was detamned for
six months on susplcion of political
subversion Sibanda was held unhl
Independence in 1980

In 1982 he was appomted to the Railway
Pension Fund Advisory Committee, and in
1987 he was elacted president of the

s
Union. Two years later, he was elected as
president ol the ZCTU, a position he held
until, with the encouragement of the ZCTU
executive, he withdrew to take on
responsibilities as vice-president of the MDC.
He was recently returned as the

for the
of Nkulumane, and with Tsvangirar's faiture to
secure election as a member of pariament
(MP), he has become the MDC's
parhamentary leader,
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‘We are waging an

economic war’

Wexander: Congratulations on youn
electton as an MPThe NUM has been
simipathetic to the MDC, the ANC bas
backed ZANU-PI, and COSATU has said
very hitle. What would you say to a South
African workers to convince them to
support the MDC?

Sthanda: Wese got inflagon running at
1bout 70%, and now unemployment has
jumped to about 56% 1t was out of that
that the worhers started saying,"what's the
major cause of the economic eriss? IUs
because of gosernment expenditure

They were not doing anything to cap
this expenditure, and then they started
rusing the taves We started protesting and
doing all sorts of things, but they were not
doing anything to correct the
fundamentals on the cconomic side It was
out of that that the ZCTU smd*we have
tred negotiation, they were not tahing us
senously, <o we had no option except to
form a party

So my message to the South Afnican
worhers is that we've got soldarity
messages from throughout the world, from
all the workers, that an injury to one 1s an
mjury to all. The economic woes, that are
now faced by the workers of Zimbabwe,
wall sometime face them They should
support us, both practically and morally,
because we are waging an cconomic war
10 address those very condiions that they,
probably, are ¢njoy ing now

Alexander: You may bave seen an
opinion poll which showed that, among
black people in South Africa, the
occupation of white farmers'land by the
war vets nas very popudar People think
the MDC 1s completely opposed to that
You might like to contment.

Sibanda: We want to praclum land
redistribution, but on a properly financed
programme, not the chaos he {Mugabe] 15
dong There must be compensanon It has
been stated [and agreed by ZANU-PI that
we need about sy milhion hectares o
settle everybody Four nilhon s already
within the government, but those farms
have been distnibuted to themselses [ic to
munisters and their friends and relatons),
some of them hase got five farms We are
saying we wall take the four mithon they
haye already acquired, and then we will
look for the two mullion from absent
landlords and those who are owning more
than one farm We are saying the
inequitable distribution of the land 18 a
yery important 1ssue, and we want an
cquitable redsstribution of fand based on a
programme which will be adminutered by
a land commissson, which will not be
politically used

Atall three clections, Mugabe used the
land distibution question But for the last
20 years, what has he been doing? The
Lancaster House constitution [of 1980]
only says ten years {when speaifying how

VoI 24 Number 4 « August 2000

81



INTERNATIONAL INTERVIEW

redistribution should be conducted], and
after that he could have changed the lasv
In our manufesto it is clearly the number
two 1ssuc. Bu, first 1s the economic issuc.
We cannot remove people from industry
and say, because industry has collapsed
you must go to the land It is always the
other way round - people want to come
from the rural areas into mdustry

Alexander: Another 1ssue in South Africa
concer ns support for the MDC from
wealthy farmers, financiers and the
Democratic Parly, and the assumption
that, if these people grve something, they
expect something back in retirn,

Sibanda: Let me state very clearly, we have
had no support from Tony Leon and his
party. He came when we were still in the
ZCYU,and he saw Morgan There was no
moncey He actually tried to mvite us to his
congress, and there was no response, We
decided to have nothing to do with him

Let me state very clearly, we
bave bad no support from Tony
Leon and bis party... We
decided to bave nothing to do
with bim.

We have been supported by the
commercial farmers and business after the
dmaft constitution referendum. They came
forward and they gave donations and that
was because we put forward our
programme on recovery We've got
support - not only from the whites, but
the Indians as well - because we're the
anly party that has got a national
command, and because of the programme
we put forward, which they

same view as us? The real issue s whether
they make any meanmgful decisions in the
MDC The answer 1s‘no!".They [the
whites] are not even in the structure,
other than the David Coltharts [now MP
for Bulawayo North] who we started off
with, who have no money what-soever
(because they have been battling on
human rights issues)

But [ must quickly say that ZANU-PF
has been finknced by the Tiny Rowlands,
and this British man who owns farms here,
whose farms have not been occupied
‘When Mugabe is having it hard, he blames
the whites, but when the whites are on his
side he says they are good Zimbabweans.

Alexander: Before the party was forned,
there was some discussion about
whether it shotdd be a broad-based party
or a workers' party, and I notice that at
the MDC's closing election rally you
described the MDC as a workers’ party.
Did you get into bouble with Morgan for
using that phrase?

Stbanda: [Laughs.) Not at all Basically,
that's where our base is. When we say
‘workers’ we include the peasants. But the
base really is the workers. There is no
question that it is 2 workers’ party

Alexander: Of the members of the
national executive commitiee, bow many
of them are warkers and how many of
them are peasants?

Sthanda: Two-thirds are workers plus
peasants, with one-third from the university
intellectuals, the professors and others we
got when we combined with the National
Constitutional Assembly (NCA).

‘What is wrong with us a

cpung
donations from well-wishiers who see the

tthe 120
1 think 16 were trade unionists, and !
don’t think any were listed as peasants
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banda: We had peasants Tor instance in
atabeleland there was one, Thabane,

om Umguza, and one lady from
mzingwane, and then this one we lost,
wanda South, he's a peasant, a

sadmaster there.

lexander: One of the things one notices
bout the MDC is that it is a very broad
wireh There's Eddte Cross fa business
ader], hen there’s Munyaradzi Gioisai
tleader of the International Socialist
rganisation, now an MDC MP/ Is that
Hung to cause problems for the MDC?

banda: We set out at the convention an
tenda which must address the issues We
ne broad policies on cach of the sssues,
» whatever the case of anybody having

S own position, it must be contaned
1thin that broad frame I hope you
e seen the manifesto - that was before

here is no question that the MDC 1s a workers’ party’.

the Cddie Crosses came m

Alexander: But when I tall to [MDC]
people, miost of them say ‘ves there are
tensions and yes these will be brought
ont in the future’ I have asked some of
the sanie questions to all these people
and got lots of different answers
[Stbanda chuckles] One of the questions
is, ‘what do you mean by ‘change”?

Sibanda: The change we are talking about
is the change i the whole culture of
doing things Democransation actually -
good governance and accountability, we
don’t have them The main reason we are
1n this mess - cconomucally, poliucally and
socially - 15 beeause of the government's
undemocratic way of downg things There
must be transparency with tender
procedures and an end to violence,
corruption 1s big
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Alexander: There are differences within
any broad party and perhaps that
doesn’t matter What's more problematic
is when there are differences over
economic questions, for instance price
controls and minimum wages How
would you deal with those questions?

Sibanda: Basically we say we want a
socal contract. On the basis of an
agreement between business, labour and
government, we can come down on the
fundamentals The ssuc of a munimum
wage naturally gocs with the price control,
and once we agree on the basic bench
mark then the price controls on basic
commodities - that’s where we'll apply
them - will be agreed by a committee of
experts That's the sort of price control we
are talking about, agreed by social

partners A tripas committee would
determine, based on the poverty datum
Iine, what mimmum wage would be
applied in the various sectors.

Basically we say we want a
social contract. On the basis of
an agreement between
business, labour and
government, we can cone
down on the fundamentals,

Alexander: OK. But what would bappen
if there's no agreement. Lmiployers say
they don’t want control but workers I've
spoken to say we bave to have that
inerease now,

Stbanda: 1U's a very, very preearious
situation which is existing. They're teying
10 addeess the economic crisis, but once
you approach the issue of macro-
ceonomic stabilisation you will have 10

deal with a range of issues Now, 1ts just a
yo-yo sort of situation. There is no
approach as to how to deal with the
issues.The government gave the civil
servants between 60 and 90%, but it was
unbudgeted, and what does it do, just
nflaton.

Alexander: But in terms of the
immediate problems, do you think there
should be an increase in minimum
wages so people can catch up with the
mflation?

Sibanda: Minimums yes We have been
advocating for a minimum wage review.
‘Then we can go 1o the individual sectors
and negotiate whatever's best on the
productivity. We have a Salaries and Wages
Board, which mostly they ignore, which is
We will not engage in a unilateral
imposition by government.

Alexander: Is it possible that there can
be a soctal contract while Mugabe s
prestdent?

Sibanda: In 1997, we brought the
country to a standstill. We were advocating
to bring a social contract. He didn't
respond One of the issues was that he
wanted us to impose a wage freeze, but let
the state expenditure rupaway. We are
spending, what, US$ 1-million a day, to
sustam that army in the DRC {Democratic
Republic of Congo). Bring those soldiers
back Cut the cabinet down, because that's
one of the biggest expenditires. The MDC
is committed to only 15 ministees. Then
we will negotiate how we will reatlocate
the civil service and the packages Tdon't
think a social contract is possible with
Mugabe because we've tried, 1 don’t see
how we can bring it about, when he's not
committed to bring down government
expenditure,
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Vexander: Geen the pressues Hrit
here are on workers i partrcadar; it
st be very likehy that there H be
ubstantial crvd disobedience Do yon
hanke this wonld be a good ihing?

iibanda: Defimtely, wath the ccononue
wrdships that are now commg Wath thas
salitseal campaign @ 1ot of shortages are
ooming Already they ve started showing,
nd the inflation 1 just galloping further
e wage demands are now on, because
T negotauons are usually in tus month,
uly

Vexander; Whereas i February 1999, at
he convention, the wenkers and peasants
cere central, whei i came to the national
avweutive elected af the congress fot
nteary 20004, there was e shift

Sibanda: Each of the provinces were
“decting therr members of the executne
A e e got the top sy, on open clection -
e preadent, myself and the seeretary
2eneral, the charrman of the party, the
reasurer, and the assistant general
seretary - then 12 provinges, two for
zach province, 24 all Then because of
ur constitution, we had to co-opt some
women,and some more becaunse of
specialisation The composition of the
executne was determined because of
mass popular and regional representation

Alexander: My point though is that
there seems to be, a) a decline m
working class influence arer the MDC,
and, b) vio buslt-r mstitntionalised
mfluence for the trade wnfons, eren
though they imtiated the MDC

Stbanda: 1 agree with you It ss something
which we will hase to address at the
congress 1n January or February of nest
year At the current situation, once my self

and Morgan were i, the workers thought

weare altassured But there were also

ather forces and we had to stoke
balance Bur Fagree with you that there
has been qunte avorce saving that we are
not clearhy assured and T am sure they
gomng ta push the resolutions at the next
congress Thave heard this

re

Alexander: Do yout see your job or the
Teadership as representg the miterests of
labour 2

Sibanda: Yes ses Loean fiest and
toremost Talways get a balance Thave

been i the 11O for the last ten years;and |

have been a member of the governing
bodsy for three terms that's nine years
Compromise s been my game for quite
some time §don ¢ think we will ful (o find
a balance, and it 1~ that balance which
alwans gets us forward

Alexander: I'rom your experience
campangming m the rural areas, what
convinced the peasants to vote for the
MDC?

Sibanda: The ccononic issue, We are
telling them we are gomg to create jobs,
weare going to bring the paices down,
that’s what they were voung for There s
no doubt Most of the youth in the rural
areas have got no jobs and those are the
people who voted for us They wall not
dispute the ssue of the fand but they are
talking about the price mereases which
are galloping every day We'd hase been
home and dry if we'd had ne violence
Once they hnow who we are, what we
stand for, they are fine They did notvote
beeause they are frightened of the war
Tets ok

Peter Alexander s sentor lecturer in Sociology
at Rand Afi tkaans University (RAU)
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Trade unions in

Malawi

Thc advent of polincal plucalism in
Malawi after the demise of the one-
party state in 1994 has created
space for'free political and trade union
actvities’. It has also brought about
ncreased hape for mullions of people who
are unemployed and underemployed -
hope that jobs will be created and poverty
ceadicated However, the country 1s still
charactersed by low economic growth,
high unemployment and high
underemployment.

Economic growth has been negative
despite the country’s low wage strategy,
which was implemented to promote
cconomic growth Workers have also been

b 1 to in
the parastatals that have privatised since
1994.The price of basic commaditices has
skyrocketed The increasing ate of
retrenchments, low cconomic growih
together with lack of internal resources
and capacity are some of the challenges
that confront the labour movement in
Malawwi

Economic indicators

Malawi has some of the most fertile areas
in southern Africa.Yet, it remains one of
the poorest countrles in the world This is
despite the ruling party's promise of
cconomic reform and poverty alleviation
inits 1991 and 1999 clection manifestos.
Malawi ke many developing countries
depends on agriculture's contribution to

Sabata Nakanyane reports on
the labour movement in
Malawi,

the GDP: According to the World
Development Repaort 199972000,
agriculture:

O gencerates close to 40% of Malawr's

Gor,

Q accounts for 90% in export carnings;
Q supports about 90% of the population.
Agriculture has thus occupied a primary
position in employment creation in the
country from the pre-colonial period to
the present day.

The 1999/2000 report ranks Malawi
144 in teems of its GNP (US$ 2, 1-billion in
1998) Malawi's average income is low as
compared to neighbouring countries. It
has an averge income (GDP per capita) of
US$775, which is low compared to
Mozambique (US$995), Zambia (US$98G)
and Zimbabwe (US$2 135) (UNDP 1999)

In 1998, the World Bank estimated the
population of Malawi to be 10,5 million
with an aanual growth rate of 3,1%
between 1990 and 1998 The labour force
of Malawi is estimated to be around
5 million and about 12% (estimated to be
558 000) of the Libour force is engaged in
formal scctor employment.A targe
majority of the population survives from
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Structure of the economy
(World Development Report 1999/2000:252)

®of GDP | 1977 1987 1997 1998

Agnculture | 418 490 363 383
Industry 187 249 1175 19,0

Services 396 261 461 42,7

mcome through g n

Labour law

Prior to 199 i, industrial relinons in
Malaw 1 was dharactersed by confliet,
Lick of trust and lach of communication
between emplovers and employees On
top of this, the Iegislation did not provide
workers with the night to collecus e

t This meant that

agriculture, either subsistence farming,
smalt holding, casual labous for cash or
food (ganyu) or tenant Libour The public
sector domunates the formal labour marhet
as the largest single employer In 1992,
about 117 000 people worked for the
public sector, with an additonal 8 000
employed i parastatals

A 1997 sunvey conducted indicates that
about 25 of the population s
unemployed Unemployment 1s higher
amongst women than men, and higher in
the urhan areas than i the rural areas The
low unemployment rate may be explamed
by the fact that most subsistence and
nformal activates are already meluded mn
the employment figures

The public sector is the largest single employer in the formal labour market

communication betw cen employers and
employees assumed a top<down
approach in most industries Sinee 1991,
the Malaw 1an government consolidated
different labour Liws into the Labour
Relavons Act (LRA) of 1996

The LRA of 1996 came 1nto effect in
December 1997, 1 marked a shuft from
the previous legnslation by providing
fundamental rights to worhers and their
umons In line with the Constitution of
Malawi, which provides for freedom of
ass001ation and freedom of assembly, the
LRA grants similar rights to employees
and thewr unions To complement this
provision, section 6 of the Act protects
employees who choose 1o jom or not to
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join a tmde umon According to the Act, no
worher organisation is allowed to
diserimimate or refuse membership on the
grounds of race, colour, nationality,
religion, ethnic ot soctal ongn. The Act
alyo provides for freedom of association
for both workers and employers to
organsse members, lect officers and form
federations,

The Act provides trade unions with the
nght to bargain collectively with
employers on 1ssues relating to conditions
of service. A trade union wall be legally
recognised 1o be the representative of
employees in collective bargaining forums
ifit has 20% or more members 1n a
worhplace. Collective bargiuning takes
place at enterprise and sectoral level All
bargaining agreements have to be
registered with the Registrr The

respectively, which were party to the
agreement. Presently, bargaining is weak in
Malawi because it is voluntary and untons
are often 100 weak to pressunise
employers to bargain

The Act provides employers with the
right to lock-out and workers witl the
right to strthe The provision excludes
employers and employees providing
‘essential services'. The Iaw requires that
parties exhaust dispute settlement
procedures and serve notice to the
Principal Sceretary for Labour seven days
before embarking on industrial action or
locking wotkers out,

Whilst the LRA signifies what can be
regarded as a victory for workers, the
government has also introduced the
Export Processing Zones (EPZ) Act of
1995 The EPZ Act is aimed at attracting

agreements are binding on alt
and employers who are members of the
trude unons and employers’

and in Malawt. Even
though the EPZ Act details incents

ies with EPZ status, it is silent on

Current breakdown membership of affiliates members of MCTU

{MCTU Newsletter 1999:2)
Trade union affiliates actual membership
Building, Construction, Civil Engineening and Allied Workers' Union 2000
Civil Servanis’ Unron of Malaw 800
Customs Workers' Union of Matawi 380
Elactronic and Pnint Medra of Malawi 300
ESCOM Workers' Union 1500
Hotel and Catenng Workers’ Union 5000
Local Government Union of Malawi 1100
Malawi Housing Co-operation Workers' Union 400
Malaw! Posts and Telecommunication Warkers' Union 1000
National Union of Commercial and Industnal Workers. 6000
Plantation and Agrcultural Workers’ Union 2000
Railways Workers' Union of Matawi 800
Sugar Plantation and Allled Workers' Union 6 000
Teachers Union of Malaw! 35 000
Texte, Leather, Garmenls and Secunty Services Workers' Union 1000
Tobacco Handlers Workers' Union 1200
Tobacco Tenants and Allied Workers' Union 2000
Transport and General Workers' Union 6 500
Total membership 72 980
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4

Vost EPZ companies employ workers on short term contracts

he apphcation of labour law s in
ompames with EPZ status

Trade unions

There is only one trade union federauon in
Malawi - the Malaw: Congress of Trade
U'ntans (MCTU) MCTU was established 1n
1995 10 coordinate the actviues of all the
affiliates organising workers 10 2l the
sectors of the countny « economy The
federation has an esumated memberslup
(paid up members) of 72 980 from 18
affibares With a total of 558 000 workers
m the formal sector, this represents a
union density of about 14% Malaw i thus
has one of the low est union densities in
the region Most of the unon members are
from the public sector with more than

35 000 workers belonging to the Teachers
Unton of Malaw: This constitutes (8% of
the total MCTU membership

Challenges

‘The unons in Malaw are relausely weah il
we consider therr memberstup figures The
weakness of umions has comaded with
numerous challenges brought about by
globalisation, the introduction of LI'Z
companies the suspension of the M,
South Afnca trade agreement,

A

retrenchments, privatisation, company
closures and hostile employers Untons
face the follow mg challenges 1n Malaw:

Legisiation

While a number of companies are moving
o Malawy, EPZs from other parts of the
regron (especnally from South Africa). many
of them undermune the existing working
condisons, labour laws and standards This
can be attnbuted to lack of enforcement
agencies, especaally from government, to
ensure that regulations are adhered to
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Also, the silent nature of legislation
towards EPZ compamies creates space for
companics to bypass labour laws

EPZ companies
The labour movement is struggling to
ensure that working conditions outhined in
the LRA apply to compaaies with EPZ
status Sustaining jobs in the EPZ
companies has become an added
challenge for unions as most companics
employ workers on short-term contracts
This has serious implications for umon
memberslup which tends to go up and
down according 10 workers' contracts
Thus, the labour movement needs to
engage in processes (o ensure that labour
laws arc applicd to EPZ companies

Trade agreement with SA

ncludes, telephones, fax machines,
and yi i

The unions should devise ways and
means of addressing these challenges in
order to make hard-won gains (such as more

labour 1) more ing.
ful This requires deploying more organisers
on the ground to recruit and service
members These pownts have been acknow-
ledged by Francis Antonio (generl secretary
of MCTU) “We have to work towards
improving awareness levels of union matters
among the majority of workers who still do
not apprecte the significance of trade
untons’ (Editonal comment in MCTU
Newsletter,2000°1) Simultaneously, unions
should wotk towards influencing policy
directions taken by government. These
activities could help strengthen organisation
and reduce the levels of unemployment and

c ents d

The suspension of a trade
between Malawi and South Africa has
become an added challenge for the union
movement. It has led to a temporary
closure and lack of access to the South
African markets by Malawian companices.
This has resulted in company closures and
retrenchments. Unions have battled to
save workers' jobs and thus membership
figures have dropped

Resources and capacity

Unions also lack resources and capacity
The affiliates are experiencing shortagy
of administrative infrastructure and are
forced to rely on office equipment
provided by MCTU (which itself gets some
external funding). Lack of resources and
cspecially financial resources, has become
a major constrant for affiliates as it affects
their functions Their recrutment drive
and ceducational progermmes have been
hampered by lack of funds Lack of
financial resourees has a negative impact
on the affilates' ability to have access to
basic necessities for running an office. This
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A series of articles written and sponsored by the National Productivity Institute {NPI)

Public sector productivity

measurement

By JLW de Jager

The most important levers that the public
sector has on productivity are

\mproving resource utihsation (labour,
material and capital equipment),
quality as perceived by external and
internal users of services,

timefiness of service

o

o

o

usually covers four dimensions — efficiency,
quality, timehiness and utilisation
Efficiency 1s measured mn convenuonal
economic terms, while quality and
are against

Measuring quality

Qualtty 15 often measured by accuracy or
error-free rales, since a large part of
routine government activity 1s specified in
rules, regutations, and operaling
procedures that must be followed to
produce accurale work There is often a
direct relation between quality and
efficiency where the quality measure
measures accuracy Fewer errors should
improve efficiency rates smnce less work
would have to be re-done due to errors

that may be set by policy, law or agreement,
or management set subjective standards
commonly krown as organisational
performance standards Utilisaton refers to
the actual usage of available staff and
equipment

Measuring efficiency

Efficiency 1s usually measured by the ratio
of real output (physical number of goods or
services) to input (costs of labour, capital,
energy, etc) aver a specific period (month or
year) This is then compared to a bace
period.

For example, the licensing department
processed 5 000 licenses at a cost of
R1 000 000 dunng 1998 (5 000 hicences/
R1 000 000 = 0,005 licenses processed per
R1 labour mput)

Durning 1999 the depantiment issued
5100 licenses at a cost of RS00 000 In
constant 1998 rand values Thus
0.005867 per constant R1 of labour input,
be:ng a labour productmity increase of
13,1%

Vol 24 Mumber 4 s August 2000

and fewer related to the errors
would have to be handled

Where it 1s difficult to measure output
objectively, olher measures, usually

of the sup

have to be used Factors that require
supervisory judgment should be made
explict and should be explaned as clearly
as possible to avoid judgements that
appear arbitrary Feedback from chents
through questionnarres and surveys 1s
possibly a better method to measure
service quality and should be intemalised
n any productivity programme

Measuring timeliness

Timeliness 1s usually a straightiorward
turnaround measure It measures the time
it takes to transtorm input it the output,
or In other words, to provide the service
There 1s usually a direct relationship
between timeliness and efficiency rates If
a service Is rendered or a product
produced more quickly, the number of
outputs should increase, thus ncreasing
efficiency Managers would have to take
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A series of articles written and

remedial action if efficiency or tmeliness
increases were made at the expense of
product quality, quality of service or
operational effectiveness

Organisational performance
standards
To ensure Ihat employees of an
orgamisational unit understand the rate of
efficiency and the level of quality and
nimeliness they are expected lo attain,
managers set standards covenng each of
these elements Such standards are called
organisation performance standards

Efficiency, quality and tmeliness
measures tell the manager 'what 1s.
happening’ in the organisation,
organisational perfarmance standards tell
the employees ‘what ought to happen’ in the
organisation. Both are essential to the
success of a department’s productivity
improvement programme.

Work enables to

by the

v Institute (NPI)

manipulated or changed to enhance the
productivity of organisational umils, but are
not counted as a final output

Ideally the collection of output data
should form part of a management
information system.

If outputs cannot be measured in any of
1he above mentioned ways and therefore
only in subjective terms, the subjective
measures used should be independently
venfiable

Inputs

Inputs are the resources used to produce
the output The follawing methads are
usually used to calculate the input:

Costs from

a) Salanies and expenses ol all employees
directly and indirectly invalved in
producing the output Indsrect labour
such as clencal, supervisory and

determine what actwilies or tasks are
absorbing the greatest resources or
consuming the most time Managers can
then decide where changes could be made
to bnng about improvements.

Outputs

The development of measures should focus
on functions, which result in the final output
as it reflects the pnmary purpose of the
organisational unit being measured.

Groups outside the producing unit use
the outputs the producing unit produces/
delivers The users of these services/
products include the publi, other
governmental entities or even other sections
within the department, for example facility
maintenance units

Numerous actvities may therefare bo
performed as intermediate steps in a
process belore the final output 1s counted
Examples ol such activities are clerical
support, management support and data
processing funclions. These intermed:ate
tasks and actvities can, however, still be

92

who are
employed in the unit producing the
output, is included However, 1op
management expenses are not included
1n the cost of production/service delivery
because top management is too far
removed from the production of the final
output

Apportioned automation and other
capial costs. For example, machinery,
equipment elc.

Other costs that do not form part of a) or
b) For example, costs for consultants or
products ar services purchased

oA

e

Outputs associated with many functions (for
example medical care, inspactions, prison
management) will have to include the inputs
of multiple orgamisational umts.

Input costs should be tied to the budget
process and venlied by the Depariment of
Finance or its proxy. Input and output
measures identified for productivity
measurement purposes should be those
used for resource management and budget
formulation

SA Labour Bulletin
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The Pirate teacher

very poor bachground My

father was an ordinary worher and
m mother a domestic worker Tam the
second child in a fammly of fise cnldren

¢ II was born in Grahamstown from a

Teaching the teacher
When [was sis years old 1 mosed to Alice
ahere | did my pnmarny education at
Ggumahashe Primany School Tdid my
secondary schooling at Jabavu High
School where my fas ounite subjects were
English and Biology

1 dwd not have much ume to study 1n
the afternoons as I together with my
older brother, had to do a ot of
household chores Tn the little spare ume [
had, [ had to look after my younger
brother

Tstudied to become a teacher at the
Cape College of Education 1 went to the
college Ithe most young people who did
not hase enough income 10 go to
unuersity or technihon 1 got there salely
through the efforts of my otder brother
who was working then Oncee at the
college Twas assisted by the povernment
bursary scheme

1 was conscientised at high school
through the education struggles that
swept the Eastern Cape and the country in
the carly eighties My alder brother, who
was with me at secendary school then,
was continuously rasing questions for
debate with me. He also gave me

Etienne Viok speaks to
Mzwakbe Clay, SADTU
chairperson of the Eastern
Cape’s wester region.

perspective on the questions confronting
me regarding the struggle This was further
concretised at the college where 1 joined
the South Afncan National Students
Congress (SANSCO)

Being the teacher
Tam currently a teacher at JK Zondi Public
Primary School in Port Ehzabeth The best
thing about teaching 1s being able to
mnteract with young minds at an carly age
- to develop them in a manner that makes
them assets 1n the communities and help
them solve the myniads of challenges and
problems they face daily

The worst thing about education is to
witness daly the damage and wastage
caused by apartherd education on the
minds of our communities Also the lack
of resources in our country to deal with
that

Uniting with teachers

Tjoined SADTU during its inception in
1990 from the National Lducation Union
of South Africa (NCUSA) - the teacher
union that existed before SADTU.
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1joined the union because of my
conviction that SADTU sas gomng to help
transform education for the benefit of the
poor people in our country

Tam currently the regional chairperson
of the western region 1n the Eastern Cape,
‘The position entails co-ordinating
collectively with the other office bearers,

The worst thing about
education is to witness daily
the damage and wastage
caused by apartheid education
on the minds of our
commuinities.

the activities of the more than 7 000
members i our region

SADTU offers us a platform to
contaibute in the struggle to improve the
cond;

ns of service of educators and
worhers generally How can SADTU be
improved? We can improve its i

our country - this does not suggest that
colonialist education shares less blame.
So all the reasons for the crisis I can
mention are related to apartheid and
colonialism.

In any capstalist socrety there will
gencrally be a crisis in education and in all
spheres of life because there will always
be few people swho would get the best of
everything So 2 permanent solution to our
education crsts would be the removal of
caputalism itself as a system. This mal:
has affected every facet of our edu
including all schools in one way or
another. For our socicty to move out of the
mess requires massive expenditure,
However, capital m our country is advising
against that.

Concerning the role of teachers in the
crists, they are but one factor in the whole
education equation. Yes, there are teachers
who go to school drunk and who don't go

tion

to school regularly One needs to
acknowledge that these teachers da not
€ven constitute 2 quarter of a percentage
of union bers Our union is on record

if we all implement the resolutions taken
at all structural meetings of the union
These resolutions are primarily directed at
servicing our members

The alliance

We have a common objective as the
various components of the alliance. The
specific tactics to reach that objective
might be something that se continuously
discuss in the alliance, Obviously, debates
are healthy and take place in the alliance
We make sure that we debate issues so
that finally we all agree on the way to
change conditions for people in our
country

The education erisis

The edug

ion erisis developed mainly
with the advent of the Nationalist rule in

as stating clearly that those educators do
not belong in SADTU,

In any capitalist soclety there
will generally be a crisis in

o ion and in ail spk of
life because there will always
be few people who would get
the best of everything.
_ - -
Eastern Cape
The features of the education crisis in the
Eastern Cape are sinular to those
experienced in the other cight provinces
becausc of the similar historic

ackground.
This situation is, however, more critical

94

SA Labour Bulletin



MZWAKHE CLAY

1the Lastern Cape and
e Northern Provinee
ccause of the Jevel of
overty experienced in
1eSC provinces As in
ublic schools 1n ather
rovinces there are Lastern
ape schools n working
lass arcas and rurl
wellings that produce
od results This isas 4
ssult of the dedicatton of
1¢ educators, learners and
arents alihe Howesver,
1ese are few, unhike the
“sults of the former model
schools all ever the
ountry

An ssue that affects the
rovince 1s the avadabihty
basic resources The
ungs that normally mahe
-hools run, are scarce t A
Tis s coupled to the i)
*duced spending by the
memment as advocated by the macro-
conomic policy

he state of education
lutcomes-based education will go a long
"2y 0 producing critically minded
-arners These learners walt address our
ountry’s shills shortage, parucularly 1f
err education is coupled with career-
nentated degrees and diplomas at
wututons of ugher Iearning This,
oncver, will not happen if government
wists on cutung spending on social
nvices as it is currently doing,

e 1999 public sector dispute
¢ were completely tahen abach last year
3 the manner 1n wi
oncluded the dispute in the public sector
round salaries We don't believe that it

‘as the best way to conclude any

1 gorvernment

y !

Outcomes-based education will

8o a long way in producing
critically minded learners who
will address our country’s skills
shortage.

barganing process, especially if there 1s
senous disagreement
Government set a wrong precedent to the
prnvate sector that if you disagree you use
bully-tactics

IInen Zwide, Port Clizabeth and most
of my ume 1s spent on community
acuvities and programmes Duning my
spare ume I watch sport on TV and do a
Tot of reading By the way, I support
Orlando Pirates strongly’ %
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glossary

BCEA
CCMA

COSATU

TTDUSA
GEAR

LRA
NALCDI

NACTU
NEDLAC

SMME

Hasie Condiians of Employment Act
Commussion for Conciliation,
Mediation and Abitration

Congress of South Afnican Trade
Umons

Tederation of Unions of South Africa
Growth, Imploy ment and
Redustribution strategy

Labour Relations Act

National Labour and Lconomic
Development Institute

Nitonal Counai of Trade Unions
Nationl Leonomue Development and
Labour Council

small, Medwm and Micro Enterpase

COSATU-affiliated unions

CAWU

Construction and Allied Workers'
Union

CLPPWAWU Chemical, Cnergy, Paper, Printng,

Wood and Allied Workers' Union

SATAWU  South African Transport and Allied
Workers Umion

SASBO The I'nance Union

TewWu ‘Transport and General Workers' Union

FEDUSA-affiliated unions

ALPASA  Arrhoe Pilat's Association of South

Afnca
GATCCA  Guild of Air Traffic Controllers
FGWU  rood and General Workers Unton
HACTU  Hawdressers & Cosmetologusts Trade
Union
HOSPLRSA  Hospital Personnel Trade Union of SA
1BsA Insurance & Banking Staff Associaton
IMATU  Independent Munscipal and Alhed
Trade Umon
I1PATU Independent Performing Arts Trade
Union
MISA Motor and Industry Staff Assocration

MTWU Motor Transport Workers Unson
NULAW  Natonal Union of Leather and Allied
Workers

vy Communicatin Workers' NUPSA  Nauonal Union of Prosceutors of
Union South Africa
. Foud and Alicd Worhes Urion sacy South African Communication Union
ns Jnstitne of Public Servants SADWU  South African Diamond Wockers Unlon
NEHAWU  Natlond £ducation, Health and Allied SAMRL - Saltwocution fur the Motor and
; g Related Industries
Worker!Union SAISAWU  South African Independent & Allied
NUM Nationail Union of Workers Unlon
Mincworker SAPTUSA  Pamstatal and Tertlary Institutions
NUMSA  Nauonal Union of Metalworhers of Union
South Africa SATU South African Typographical Union
POPCRU  Police and Prisons Civil Rights Union PRt Tost and Tlkom Assaclation of SA
SAAPAWU  South African Ageleultusal, Plantation PAWUSA  Public and Alhed Workers Unlon of SA
and Allied Workees Unlon, PHOSA  Protessional Health Organisation of SA
SACCAWU  South African Commerelil, Catering rSA Public Servants Assoclation of SA
and Allicd Workees' Union SAAIEA  South African Airways Mlight Engincers
SACTWIUL Sowth African Clotlung and Textile Assoclation
Workers' Unlon SATSA SA Pootplate Staff Assoctation
SADTU South African Democritic Teachers' SAQU Suld Afeikaanse Onderwy sers Unle
tnion ™U Technleal Workers Unlon
SAMWU  South Afrcan Municipal Workers' UASA United Assaclation of South Afrca
tnlon WUSA Werknemers Unie van Suld Afeika
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Far a personal cor

BILLION RAND BACKING

Jsn't it reassuring to know thot one of the largest
open Medical Funds - with on annual contribution
income of over one billion rond - can be solidly
behind you when it comes to healthcover? The
amalgamation between MSP and Sizwe offers
100% heolthcare solutions for you and your staff

The amalgamated MSP/Sizwe Medical Fund has o proud

wrack record of 63 years of service o its members and is
a preferred fund of several healthcare institutions such a:

wille Hospital and Mercantile

unninghill Clinie, We
Hospital -~ and significant blue-chip companies like

Delta Motor Corporation, Ingwe Mines, Eveready and

Schindler Lift

Currently, membership in MSP/Sizwe is in exc

90 000 principal members and covers the healt

needs of two hundred and seventy thousand lives.
MSF
affordable rate
lifestyles ond income brackets can be catered for across a

broad spectrum of age and member profiles. This diversity

zwe strives to provide the best cover ovailoble ot

s0 that the healthcare needs of all cultures,

15 our strength

The Fund's financial stability is reflected in its reserves

of 26% - which is in excess of the requirements of the
Medical Schemes Act. Also in a recent survey the credit
rating agency Duff and Phelps awarded the Fund an A+

yating for high daims paying ability

Get MSP/Sizwe 100% behind you. Give us a call today
and let us present to you the full background ta the vast
array of medical plans and healthcare benefits we can

affer you and your staff

M —
SIZWE MDICALFUND

‘ 100% healthcare for all

ation. call Johannesburg,

011 353 0138, Cape Town 021 418 7270, Durban 031 332 7806, Port Elizabeth 041 503 53
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