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COMMFNT 1: TUCSA AND THE AFRICAN WOREKERS.

Relations hetween Black and White in South Africa are, if
nothing else, hedevilled by mistrust. Again and again Black
South Africans have been let down by whites. Whites can no

longer demand to be trusted as of right. They have first to
deliver the gcods.

It is against this background that the dispute between the
KwaZulu government and a leading TUCSA spokesman has to be seen.
In Natal about 10,000 African workers are organised in four
unregistered unions. These unions get little co-operation
either from employers or from the government. Under these
circumstances they have approached the KwaZulu government on a
number of occasions to intervene on their behalf. The KwaZulu
government has co-operated fully. Its interventions in the
labour field have always been at the request of the workers.
This relationship has now been formalised by the founding of a
Trade Union Advisory and Co-ordinating Council (TUACC) which
liaises between the Unions and the KwaZulu government. Thus, at
the rejuest of organised African workers, KwaZulu spokesmen are
kept informed of their opinions, and in fact reflect these
opinions on labour matters.

The fact is that, rightly or wrongly, African workers in Natal
do not as yet trust the motives of TUCSA, and this is not
altogether surprising. TUCSA does not have a particularly good
record in this regard. Under government pressure it has
expelled all its African unions. Since then it has made state-
ments in favour of the unionisatiocn of African workers, but it
has still not delivered the goods. 1t may well be that there
has been a change of heart within the TUCSA unions in the last
few years, and we sincerely hope that this is the case. But
representatives of some cf the more conservative and whiter
unions in TUCSA still seem to be thinking in terms of granting
African workers second class union rights. It is scarcely
surprising then, that African workers, and those that they have
requosted to act as their spokesmen, remain suspicious.

We feel that co-operation between TUCSA and the new unregistered
African unions is of crucial importance to both parties. To
further this co-operation TUCSA needs to understand and to
attempt to allay the suspicions of African workers. This cannot
be done by polemics, with those whom many African workers recog-
nise as their spokesmen. It can only be done by concrete aid
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from TUCSA, and such aid has also to be given in a spirit of
humility, as that which is owed as of right by the most
privileged workers in South Africa to the most exploited of
their fellow workers. Africans in South Africa resent paternal-
ism above all things, and it is paternalism which, rightly or
wrongly, they have come to expect from TUCSA, Perhaps African
workers have now become over-sensitive, but the fact is that
these are their feelings, and TUCSA spokesmen should take them
into account if real co-operation is to be brought about.

COMMENT 2 : THE UNIONS AND THE UNIVERSITIES.

Every year in South Africa hundreds of University graduates go
into management. If a young personnel manager with a degree in
Business Administration is involved in helping management +o
defeat a strike he is not usually described as a "student®™. Yet
if a University graduate or former University student takes a job
with a Trade Union he or she is still likely to ke described
months or even years later by the Press or even by other Trade
Unionists as a "student", who should not be occupying his or
herself with such matters. To a certain extent this reflects

a reality. After all we all know that the University is supposed
to be a management preserve. It is not for the sons and daughters
of workers, nor is it to serve the interests of the working
classes. So when the order of nature is suddenly upset and a
handful of ex-University students decide to work for the Unions,

it is to be expected that employers and their political spokesmen
should be horrified.

But it is sad that some Trade Unionists also seem to have come to
take submission so for granted that they also have to look for
peculiar ulterior motives behind such behaviour., After the
banning of four Durban Trade Unionists, three of whom had at one
time in their careers been at University, but had been working
full-time for workers' organisations for aover a year, one Cape
Trade Unjonist is reported to have commented: "Why does Harriet
Bolton have to bring in White students tc educate her workers?
There are many pecple with degrees in her industry,. ¥hy doesn't
she use them?™ Apart from the fact that the four were not
students and were not educating garment workers, but orgznising
workers in textiles and other industries, it is also guite
unlikely that there are University graduates of any colour
employed as workers in the garment or any other industry.
University gracduates, whether they are Black, White or Brown,
almost invariably join management or take professional jocbs, As
@ result they neither join Unions nor understand wha: Unions are
for, nor take any positive interest whatever in Unions. To our
knowledge there are not more than half a dozen University

graduates involved full-time at any level in Union work in South
Africa today.
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University students do have several disadvantages. They tend to
be young, inexperienced, and impatient. They also often think
that they know more than they actually do. Most University

students, Black cr White, come from a middle class background
in which they have had no experience of sustained and unpleasant

work. UYUniversity is a temporary place, and they tend to think
in tewporary categories. They insist on changing the world by
next Friday, and when it remains the same often do not have the
stamina to go on trying. As a result they are very good at
starting things, but not very good at carrying them on, and
usually terrible at finishing them. 1In a Labour movement where
all struggles are slow, and organisation must be thorough, this
can be very dangerous. Also they often do not try to understand
the sensibilities and perhaps prejudices of the people that
they are working with. By their unconscious youthful arrogance

they can offend people and slow down the Union's organising
work. '

All these things can happen. But they do not need to happen.
Students themselves can guard against these dangers, and older
and more experienced people with whom they are working can also
help them to avoid them. 1If this happens, then students can be
useful., Sometimes they can even introduce new ideas, but more
obviously, they can help Unions with basic research work, and
perhaps also with some organisational tasks. But, since students
have a very short attention span, it is probably best to make
sure that the things that they are given to do, at least at
first, are short term projects.

University graduates who come into the labour mcvement are quite
a different kettle of fish., They are people who have a wide
range cf well-paid jobs open to them. If they choose poorly
paid and exhausting union jobks it is only because they are
highly motivated and have sense of social duty. They are also
0lder and mcre mature than students, as well as being better
educated. Such people are likely to be reliable and efficient
workers. It seems to us that such people can make a valuable
lerg term centribution to the movement, whether directly as

organisers and officials, or indirectly by offering training
and educational services. *

A% +he moment TUCSA has one full-time education officer to run
Programmes for the 180,000 TUCSA menbers, as well as for approx-
imately one million African workers. With such a staff-student
Tatis TUCSA's own programmes, or for that matter, the programmes
*un by the I.I.E. the Urban Training Project, and the Worker's
ucation Project in Cape Town cannot butbe inadequate. The
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But have Universities, graduates or students anything to cffer
to the Trade Union movement? Can anyone who has not actually
heen a worker really understand the prcoblems of workers, talk to
workers and help them to organise? This is a question which
cannot be answered with an easy yes or no. Alsec, University
lecturers, University graduates and University students should
not all be lumped together in one category. They are different
people with different skills and different interests.

Members of University staff are obviously not going to have the
time or the inclination to "organise" workers in their spare
time. But they do have special skills which can be of use to

the Trade Unicn movement. Employers have an advantage in any
negotiating situation through their wvirtual monopoly of knowledge.
This monopoly can be at least partly broken by research. Manage-
ment spends hundreds of thousands of Rand annually on research
into better ways of manipulating workers. Trade Unions need
research into better ways of outwitting Managers. There exists

a fear that what happens at Universities is "academic" and
therefore not really of use to "practical" people. This is
nonsense. MNobody does research by sitting in an armchair

theorising. Any "academic"” bocock is the product of the shared
practical experience of many people.

Of course researchers and writers often produce results that arc

useless. But they are useless not because the work is "academic"
but simply because it is bad research.

0Of course it is important to have some knowledge cf the problems
faced in specific situations, for then it becomes easier to
uncover in the wide range of other people's experience what is
relevant to this immediate situation. And for this it is

important that there should be close contact between unionists
and academics.

Academics can help workers organisations through research and

also through their teaching and writing, by helping to explain

to a wider audience the problems faced by workers. The example

of University-based Poverty Datum Line studies shows how effective
this work can sometimes be. Not nearly enough research of this
kind is being done. South African Universities still are a
management preserve. But closer ties between individual academics
and the Trade Union movement can help to overcome this, and should
be encouraged from both sides.



need for worker's education could only be completely satisfied
byan institution as big as any of South Africa's major
Universities. In this situation it is vital to work for a better
under standing between Unions and Universities. Trade Unions

need all the help they can get. They must encourage interest
from Ualversities, graduates and students, even if it is at

times misguided. In this, both sides should be willing to learn.
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IS ECONOMIC GROWTH BENEFICIAL TO WORKERS?

The term econcmic growth has positive connotations and is conven-
tially viewed as a desirable goal. The South African Economic
Development Programme for 1970- 75 accepted that "...a 5,5%
growth rate in the G.D.P. (Gross Domestic Product) represents the
maximum target rate which the Republic can finance from its own
resources and can cope with, given its supply of manpower."

Many criticised this rate as being too low and pointed to the
"miracles" of Japan and Brazil where rates in excess of 10%

have been achieved in recent years. The fact of the matter,
viewed as lamentable by the majority of commentators, was that
the average rate of growth between 1970 and 1973 was fractionally
under 4% in real terms ( 14,2% at market prices).

However, exactly what do we mean by economic growth? In particu-
lar what are its implications for the worker in South Africa?
What follows is a layman's guide to economic growth designed to
discourage uncritical acceptance and to encourage guestions. 1In
talking of economic growth some fundamental assumptions are made
and it is these that are worth exploring.

Our measure of economic growth is the increase in final goods
produced between one year and the next expressed in monetary
terms. This monetary measure will be corrected for price increa-
ses to avoid the price inflation of a constant bundle of goods
masquerading as growth — this corrected measure being referred

tc as growth in real terms. What has been done, therefore, is to
use money prices as a unit of account or as a means of aggregating

the wide variety of different goods, both capital and consumer,
that are produced.

So if twenty more Rolls Royces, valued at R10,000 each, are prod-
uced this year, their effect on economic growth will be ten times
that of twenty new schools costing R1,000 each. This clearly
presents a problem since with money prices as our yardstick, a

school is in some sense one tenth as valuable as a Rolls Poyce.
Is this a valid ranking?

Economists theorise that the price of a good is determined by the
interaction of ccnsumer demand and the costs cf production or
supply. 5o in the case of a Rolls Rcyce all the pecple involved
in its production, both past and present, will have received an
income in the form of wages or profits, if they are among the
fortunate few who own capital. Since consumers were prepared o
pay the R10,000 needed to make those wage and profit payments,

the price in a sense represents the value of the Rolls to society.
Consumers wanted the car and were prepared to pay the costs of
producing it. This apparent fairness was reinforced by the belief
that the forces of competition would ensure that the profits earn-
ed were not excessive and that the wages paid rewarded the margin-
al worker for the physical product he added by his effort.



Rational choice on the part of people and the forces of com=-
etition caused the system to establish prices of goods, these
priﬂﬂﬁ being a reflection of the goods value to society. Given
a)l this the fact that one Rolls Contributed ten times as much to
economic growth as one school need not really be gquestioned.

But what happens if the forces of competition are not work-
jng SO0 well since there are large monopolies in the economy? One
can NO longer accept with equanimity that profits are not excessive
nor can we accept that the consumer was prepared to pay the price
nhe did since choice is now restricted. It remains true that the
consumer may or may not buy the good, although the extent of free-
dorn in coing so would depend on factors such as whether the good
was @4 necessity or not or whether prevailing social norms placed
pressure on the consumer to buy the good. Price as a reflection
of value, therefore, becomes dubious.

However, even if we allow the forces of competition to work
gome serioue doubts exist. As we have seen the consumer in-
fluences what is produced by agreeing to pay a certain price for a
good. But the ability to pay depends on the income earned. The
only reason that Rolls Royce are produced is that there sufficient
rich men to pay for them. Now income can be earned as a wage
(or salary)by selling one's Jabour or received from the ownership
of capital in the form of profits (ownership of land and/or
buildings would give rise to rent). So a person's earning assets
are either labour or capital or both. The distribution of such
assets therefore determines the distribution of income.

We could see the ability to pay as a process of exercising a
money 'vote' as to what should be produced which gives the rich
more 'votes' than the poor. That there are so many motor cars
produced in Scuth Africa compared to say clinics and so many
medical specialists rather than para-medics can be largely attrib-
uted to the simplified analysis provided above. Some indication
of the income disparaties is provided by the following tables.

The source of Lncome reflects the ownership of assets.

Racial composition of the G.ﬁ.P. and the population in 1960.

Whites Coloureds Asiatics Africans

Percentage of 19,3 9,4 3,0 68,3
population
Percentage of 76,5 4,2 1,6 17,7

[ T &



Other Income as a Per Cent of Work Income 1960.
Whites Coloureds Asiatics Africans All Races

119 12 67 19 83

Source: Income Distribution and Economic Growth in South Africa
Vol. 1 pl82; A.M.K.M. Spandau (Doctoral thesis) Grahamstown 1971.

The tables show a racial breakdown but it should be borne in
mind that large income disparaties also exist within racial groups.

50 even if the forces of competition work then the bundle of
goods produced is also determined by the distribution of assets and
hence income in that economy. If we change this distribution we can
expect changes in the bundle of goods produced. Economics provides
no satisfactory way of evaluating these different bundles of goods
against each other. Removal of the assumption of competition
decreases thelikelihood of any equation between price and social
value. In addition monopolistic distortions will have an import-
ant effect on asset holdings and therefore income distribution.

How does all this relate to the worker in society? It has
raised serious questions as to what is meant by econcmic growth.
Economic growth measured in monetary terms says remarkably little
about society's evaluation of the goods produced since money
prices cannot be equated with value. 1In addition the interdepen-
dence between prices and income distribution means that the com-
position of the bundle of goods reflects the wants of a particular
social structure, a structure within which the rich are relatively
powerful and the poor weak.

It is both true and important that economic growth since it
creates new products also gives rise tc new incoms and in most cases
new jobs. The important point discussed here, however, is that
economic growth per se is not good. It is rather guesticns such
as what products have been created and how do they affect society,
who gets the new incomes and. jobs? In South Africa with a relat-
ively high level of unemployment it is also vitally important to
know how many jobs were created since this has an effect on the
income generated and its distribution. The capital intensive

products demanded by the rich do not necessarily give rise to the
jobs demended by the poor.

It is the discussion of these questions and their possible
answers that 1s needed not the ostensibly enlightened clamouring
for economic growth in South Africa.
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comment on the House of Commons Sub-Committee Report

The House of Commons sub-committee report on "Wages
and Conditions of African Workers Employed by British Firms in
south Africa" is a sober and well-researched document.

It shows that at the end of 1971 direct long-term
private investment in South Africa in the sterling area was
valued at £1,150M. During the period 1965-71 new British direct
private investment averaged £45M per annum., Three-quarters of
this, however, was made up of reinvested profits. During the
same period total profits averaged £74M per annum. 41% of this,
just over £30M, was remitted to the United Kingdom. Thus
remitted profits to the United Kingdom are greater than the
amount of new money which flows into South Africa from the
United Kingdom. South Africa is not the most profitable area
for British investment, but after the tax profit rate of 10.5%
compares favourably with the world-wide average of 8.7%. The
amount of investment in South Africa represents 9% of the total
of British investment overseas.

The most significant point about these figures is
that they indicate the extent to which South Africa has reached
the point at which it can generate its own capital. Only 13%
of total annual average gross domestic fixed capital formation
is provided by foreign investment, and, if the British figures
are representative, this amount is well covered by the value of
the profits on the capital. 1In cash terms, if South Africa
stopped the repatriation of profits this would make up for any
loss resulting from any cessation of investment. However, what
is probably very important is the extent to which foreign
lavestment is accompanied by the introduction of new methods of
production, specialised skills and specialised manpower. Thus
more important than the total amount of investment may be the
Specific strategic role which it plays in the development of
the economy, and the nature of the sectors in which it is
Concentrated. Unfortunately the report does not make such a
qualitative analysis so it is not really possible to assess the

8iynificance of British investment for the South African
EEGany.

It is evident from the report that British firms do
ot, on the whole, take any special interest in working
Conditions in their South African subsidiaries: "None explicitly
denied responsibility for the wages and conditions of African
€mployees in their subsidiaries, but almost none had laid down
 precise wage policy..which its subsidiary was required to
Pursue. None of these admitted to being in disagreement with
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the management of the subsidiary on the matter of wages .

and conditions of employees". (p.21). It seems clear that
British firms are interested solely in the rate of profit of
their subsidiaries, and that, provided this remains
satisfactory, they are happy to leave local management to
adopt "traditional" South African employment practices. This
is, of course, scarcely surprising, but it does refute the
argument that foreign investment is likely to have some sort
of "civilising"” influence on South African employers. It is
also evident that many of the companies, and perhaps also
their South African subsidiaries, were ignorant of South
Africal law, specially with regard to Trade Unions for
Africans, since many witnesses stated, incorrectly, that trade
unions are illegal for African workers in South Africa (p.25).

. In discussing conditions for African workers, the
Report deals very clearly with the PDL, refuting in passing a
number of the main arguments used by employers against the PDL.
It then goes on to discuss some of the possihle obstacles in the
way of improving African wages. Here the Report makes two very
important points. The first point is that African wages at
present make up a relatively small percentage of total costs:
"In the manufacturing sector as a whole the African wage bill
was approximately equal to 5% of sales, 12% of wvalue added, and
25% of the total wage bill" (p.69). In most of the companies
investigated the wage and salary costs of the smaller white work
force exceeded African wage costs. Hence African wages could be

increased quite dramatically without a proportionate increase in
costs.

The second important point is that the low productive
capacity of African workers alleged by some firms may well be
the fault of bad management, rather than the fault of the workers
themselves: "Companies which complain of the quality of their
labour might examine the quality of their management™ (p.88).

The full recommendations of the sub-committee for a
Code of Practice for United Kingdom companies with interests in
South Africa follows this article. It is obviously a desirable
code for all companies to adopt, but, in our view, it does have
one major weakness. ' This is the relatively low priority which
it appears to give to the question of African unions. One of the
criticisms which has been levelled against the report in South
Africa is that wages in other British subsidiaries in other
countries are often much lower than they are in South Africa, and
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ghat it is unrealistic to attempt to view wage levels in

gouth Africa from the perspective of wage levels in Britain,
rThese two arguments contradict one another to some extent,
gince if wage levels in Britain are not relevant to juddging
ages in Scuth Africa, then neither are those in Sri Lanka.

put this type of argument dces indicate a problem. Wage levels
jn any country are to some extent at least determined by the
ganeral level of the development of that country's economy.

1f the country is poor, then workers cannot expect especially
nigh wages. Therefore, firstly, wage levels can only be judgad
4n relation to other incomss, and to the general level of
development, in the country under consideration. Wages in

pritain or in Hong Keong are equally irrelevant to judging wages
{n South Africa.

But this also means that an abstract figure such as
the PDL or the Minimum Effective Level is also not all that
reliable a guide. If the economy can afford more, then the PDL
is unjust; if the economy can afford less, then the PDL is
utopian. The Report is careful to argue that in fact African
wages in South Africa are unjust in South African terms, and in
particular in relation to White wages. It also shows that wages
can be increased in the direction of the MEL.

The fact that present wage levels in Scuth Africa are
below the Minimum Effective Level remains a powerful moral
argumznt for raising wages to that level, which the economy is
in any event sufficiently developed to afford. But the real
argument should revolve around workers' rights. Wage levels are
8et. as the result of implicit or explicit bargaining between
workers and emplovers, Within a capitalist system tha wages can
only be "fair" if the two parties have equal rights and
resources in this bargaining precess. If the legal framework in
which bargaining occurs favours the employers, as it does in
south Africa, then wages will be set low, and all employers will
be enjoying exploitative profit rates. Thus the only way in
¥Which morally defensible wage rates can be arrived at within a
Capitalist system is by giving workers collective bargaining
rights - the right to union organisation and the right to strike -
80 that they can use these rights to force the employers to pay
the kind of wages which the economy can afford. Any set of
Tecormendations to employers should aim mainly at getting them to
Yeccgnise and bargain with African workers, and to refrain from
Calling on the state to intcrvene against their workers, to
®nforce low wages. To put it another way, British employers
8hould not necessarily be expected tc pay the same wages every-
Where, but they should be expected to grant their workers the
8ame rights as they would have in Britain. The Report should
h‘?E spelled this out in much greater detail ,with special
teference to ways in which employers in South Africa could
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legally bargain with African Trade Unions. The call to increase
wages is a call for a unilateral act of charity on the part of
the employers. The call to recognise and negotiate with Unions
is on quite a different level. It is the demand that the
workers should be allowed to participate in setting wage %evels,
and that they should be given a certain amount of power in the
enterprise. Improved wages will be one consequence of this,
But, just as important, there will also be an improvement of

the status and dignity of the workers in the factory and in the
soclety.
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EECQEHEHDATIOHS OF THE REPORT.
—

CCDE OF PRACTICE.

Guidelines for Tinited kingdom Companies with interests in
South Africa.

~ Government policy is summarised in a statement of the Prime
ynister made in March 1973: "I hope that British companies in
gouth Africa would recognise their own interests in establishing
, name as good employers, i- particular by keeping abreast of the
cqrrent practices and opportunities for advancement". These

quiielines are intended to assist companies in achieving and main-
taining good employment practices.

9, In general, companies should ensure as a minimum that as far as
possible the management attitudes and practices adopted by

their affiliates in South Africa in relation to their employees

sre consistent with and can bear examination against the attitudes

and practices adopted towards their employees in the United King-
dom .

], British companies having business interests in South AFrica or
contemplating operations there should ensure that they have a
thorough knowledge and understanding of their African workers,

a;nd of the economic, social and political forces which govern

their lives. There is an abundance of unskilled labour available
in the ‘Republic, so that the operation of market forces cannot be
relied upon to ensure adequate wages for the unskilled. Because
Mricans lack the normal trade union rights and there are very

few African trade unions, there can be no certainty that collec-
tive bargaining will ensure that African wages are adequate.
(nsiderable differences exist in the average earnings from emp-
loyment of Africans and Whites in all sectors of the economy.
fovernment laws and regulations on the movement, residence and
eployment of Africans place great power in the hands of employers
wer their African employees: dismissal may entail the loss of rights
tights to urban residence and employment. The migrant labour sys-
tem, which has been subiect to criticism not cnly for its eccnom-
lc but also its social consequences, is in many cases legally im-
Psed on companies and their African employees. Various legal,
Institutional and customary obstacles to equality of opportunity
ind to the advancement of Africans into better and higher-paying
ltbs jobs are encountered. The setting in which their subsidiar-
les and associates operate should be well understood by British

torpanies. It is because of this setting that the present Guide-
ines have been produced.

L The impression that employers are effectively prevented from
hmrnving the wages or conditions of service of African employees
8 nigtaken. The South African Government has expressed itself in
favouy of increases for Africans, and it is not opposed to the
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training and advancement of Africans provided that White workers
do not cbject. It has spoken against the resistance of White
trade unions to African advancement. Many South African employ-
ers have set progressive goals, as evidenced by statements of. an
employvers' association in favour of trade union rights for Afri-
cans, and:the minimum wage objectives of various associations.
Progressive views have been attributed to some White trade unions.
The great shortage of skilled and educated manpower which prevails
in South Africa is generally acknowledged to have produced a
greater incentive to, and possibility of, African advancement
than existed in the past.

5. It is right for British companies to accept a responsibilty in
relation to the wages and conditions of African employees in the
their business interests in South AFrica, in so far as the compa-
nies have the power to control or influence these wages and con-
ditions. The wages and conditions of African employees are an
important issue, on which the parent company is advised to formu-
late certain broad policies. The Main Board director responsible
for industrial relations should be no less concerned with indust-
rial relations in South African affiliates than the financial
director is with their financial policies.

6. To increase their impact in South African subsidiaries and -
associates, it is important for parent companies to develop good
relationships with them. These can be fostered through periocdic
visits to the Republic by the Chairman and others in the parent
company. Personal visits also enable the parent company to acquire
knowledge of wages and conditions in the affiliate. Main Board
representation on the South African board is to be recommended.

To monitor and assess an affiliate's policies, information should
be required regularly on wages and conditions expressed in relat-
ion to the policy objectives of the British board.

Industrial Relations

7. In the absence of African membership of trade unions it is
advisable to establish, or continue with, effective works committ-
ees of African employees as a means of consultation, communication,
and training in industrial relations. To be effective, works com-
mittees should be democratically elected, should meet reqularly
and frequently, and should be able to discuss wages and conditions
of employment. Practices which hinder the development of African
unicns should be avoided. African trade unions are not unlawful,
and, although they possess none of the normal trade union rights,
there is nothing to prevent a company from recognising and negot-
iating with a trade union representing African workers. The law-
ful development of collective bargaining with African employees
should be encouraged.
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(he Poverty Datum Line.
—_—
B poverty Datum Line (P.D.L.) and Minimum Effective Level (M.E.L.)

pgtimates can provide a helpful guide to the minimum wages which
loyers should pay in the Republic. Companies should ensure
t there is available an up-to-date P.D.L. and M.E.L. measure
ropriate to their lowest-paid workers and their dependants,
u,each location of operation. Where P.D.L., and M.E.L. estimates
not available, a company should commission experts to undert-
gke such studies, or it should join with other companies - either
through an area employers' association or an industry employers'
isoclation of British companies (e.g. U.K.S.A.T.A.) or through
ﬂpnsﬂrship of a national survey - to produce appropriate estim-
ites.

3, The estimators of the P.D.L. regard it as a measure of the
parest minimum required to support a family in African living
conditions, assuming the wisest allocation of expenditure. A

vage equal to the P.D.L. canrot therefore be thought of as a

falr one. <Companies are urged to accept the M.E.L. as the target
for minimum wages, and to establish a timetable for achieving it.

fringe Benefits.

10, There is a case for companies to provide benefits in kind for
mmployees if the benefits would otherwise be provided inadequately
ofr not at all. Where companies provide board and lodging for
Mgrant workers,much can be done to raise the gquality of life of
these employees. Companies should be familiar with the living
conditicns of their migrant workers and ensure that high standards
of provision are achieved and maintained;but they should be mind-

o* the living cornditions and needs of their migrant employees'
dependents.

1, pgeistance with family housing is impedsd by laws relating to
freeho1d and residence, but in the case of employees commuting
from nearby Bantu homelands there is a possibility of a company
lping Africans to acquire their own homes. Much can be done to
ther the eduzation of African employees, their children and the
rican cormunitv generally: asgistance can range f{rom literacy
Mogrammes to bursaries for university education. The high demand
for education among manv Africans makes this a particularly valu-
le form of assistance. Companies are in a position to ease the
Boblcme and incsecurity of Africans resulting from restrictions on
w&ir wovement, residence and employment, by providing advice and
hﬂal assistance when problems arise. Firms should determine whe-
ﬂhr African employees and their dependents have need of medical
| ices in addition to those provided by the State; and if so,to
“eut the need. Companies should ensure that African employees are
"Wereqd by a pension scheme which is comparable in benefits to that
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of White employees but suited to the needs of Africans, e.g. mig-
rant employees should not be disadvantaged by broken service. By
providing free or subsidised meals, companies can ensure that
low-paid employees are nutritiously fed.

12, In the provision of fringe benefits, companies should attempt
to redress the disadvantages encountered by Africans in the avail-
ability of social amenties and services. Many of the benefits in
kind recommended above would be helpful not only to employees but
also to employers, by strengthening employee loyality and reducing
labour turnover. There are many institutions and organisations
concerned with the welfare of Non-Whites to which companies could
make financial contributions.

Migrant Labour.

13. Companies should adopt a policy towards migrant labcur based
not only on the consequences for the company cf the migrant system
but also on an understanding of the consequences for Africans.

14. There is much that companies can do to see that their employ-
ees have a legal right to reside with their families within com-
muting distance of their work. For instance, there is reascn to
believe that Government enforcement of migrant employment in some
industries is not entirely inflexible. A consideration of import-
ance in choosing a location for a new plant is that some locations
permit more use of stable, family-based labour than others. Advice

and legal assistance can be given to African employees in relation
to the "pass laws".

Wage Structure,.

15. A company's wage structure should be determined irrespective
of race, according to principles of job evaluation. "Egual pay for
equal work" will be meaningless so long as Whites and Africans

are not employed in the same jobs or grades. - Payment of the rate
for the job irrespective of race can accelerate the pace of Afri-
can advancement in times of shortage of skilled labour, because

it can give White workers and unions a sense of security against
the undercutting of their wages.

16. It should be an objective of company policy to reduce the
differential, often large, between the average pay of White and
African workers. This can be achieved not only by a narrowing of

the wage structure but also by a change in the racial structure
of employment.

17. Controlled prices or competitors' practices may hinder British-
affiliated companies in their improvement of wages and conditions.
It is possikle to reduce or overcome these difficulties, as is
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ghown by those companies which have exerted their influence on
their competitors (for example, in employers. associations) to
gaise wages throughout an industry, or on the authorities to
yntroduce or raise statutory minimum wages or to raise controlled
Pgir:est

Egican Advancement.

18. Companies are urged to press hard for the advancement of Afri-

cans into more qualified and better-paid jobs . Adherence to the
res, custom and practice of South African society may mean that
portunities for African advancement are overlooked. It is imp-

ortant that racial discrimination be avioded not only by those

at the top of the company but also right down the managerial line.

There may be need for a programme to change the attitudes of

white supervisors of African employees.

19. There is reason to believe that where legal job reservation
exists, it can be avoided by obtaining exemptions, and by care-
ful and diplomatic handling of White workers and trade unions.
There is nc law preventing a Non-White from being in authority
over a White, but a company would have to negotiate with the
Government, whose general policy is to prohibit such appointments,
and possibly with White workers or unions. 1In order to ensure
squality of opportunity among the races, companies should be pre-
pared to meet the costs involved in duplicating facilities where
ssparate facilities are required by law.

). Companies which complain of a lack of aptitude or ambition on
the part of African workers may find that the problem lies with
their own management. Where lack of education prevents African
#kill-agquisition or promotion, the remedy lies partly in a com=
pany's own hands. Moreover, an individual company can raise the
8ducational quality of its labour force by offering attractive
My and conditions.

2. 7t is important to see African workers as individuals with
Potential for skill-acquisition and career-development. Wherever
the scale of operations permits, companies should establish trai-
'ng departments tc provide training for African workers, and to
‘B‘l-'al-:rp their full potential. Where training cannot be provided
¥Yithin the firm, the use of external training courses should be .
®plored. Companies can attempt to overcome the problem that Afri-
%ans cannot be apprenticed to White artisans, either by means of

e training school for artisans or through training on-the=-job.

2, Companies should recognisze that to recruit skilled workers

f*om Britain and other countries for employment in South Africa

“an retard the pace of African advancement. Where that is the case,
Ompanjes are urged not to use White immigrant labour but to
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but to endeavour to recruit from the Non-White potential within
South Africa and to develop that potential by means of training.

General Advice.

23, Companies may feel that to follow some of these Guidelines
would be damaging to their profitability. But there are profit
advantages in being a good employer, and it is in a company's
wider interest to maintain a good reputation. The ability to pay
basic wages above the relevant P.D.L. now,at least to all adult
male employees, should be regarded as one of the minimum condit-

ions for maintaining or establishing a business interest in South
Africa.

24. Given the particular circumstances of British companies oper-
ating in South Africa and the continuing interest in their perfo-
rmance, companies should conduct a regular review of these matters
at Main Board level so that they may be in a position to satisfy
shareholders seeking information. Companies should bear in mind
that disclosure followed by scrutiny is an essential characteris-

tic of a free society which no one should fear and from which
much good may come,

25. The British Embassy in Pretoria, the British Consulates- Gen-
eral in Johannesburg and other centres, and the Department of
Trade and Industry in London are able to give detailed infcrmation
and advice on P.D.L. and M.E.L. estimates and on the organisations
and individuals making these estimates; on the training and advan-
cement of Africans; and on other aspects of wages and conditions.
They can also give details of organisations in South Africa which
provide information and assistance on these subjects, and on laws
relating to Africans. Companies will find further help in the
Fifth Report of the Expenditure Committee of the House of Commons,
1973-74, and in the evidence given to the Trade and Industry Sub-

Committee in 1973 (House of Commons papers 116 and 21-1V of 1973~
74) .
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CONTROL OF MOVEMENT AND EMPLOYMENT

REGISTRATION FOR EMPLOYMENT, LABOUR

BUREAUX AND MIGRANT LABOUR

yhite, Coloured and Asian Groups

South African labour legislation is a complex unity
controlling hoth mevement and employment opportunities for workers.
this paper is intended primarily as an introductory gquide to
legislation affecting White, Coloured, Asian and African labour
in the Republic. The interlocking nature of such legislation
creates difficnlties in pin-pointing the significance of particular
acts. For the purposes of this article, however, it would perhaps

be best to begin with legislation governing the entry of men and
women on to the labour market.

The main aim of the Registration for Employment Act
(Act No. 34 of 1945), which complements the Unemployment
Insurance Act, was to make it compulsory for all workseekers to
register at emplovment offices. Persons employed in agriculture
and domestic scrvice were excluded from the scope nf the Act.
Althouyh provision was made for its extension to cover African
workers - after consultation with the Minister of Bantu
Mministration and Development - it has never so far been so
applied. ©On ) January 1947 it was applied to all White, Coloured

and Asian worksaekers in the main indust+trial areas and has since
been extended to certain large rural areas.

1t is compulsory for the specified classes of work-
Seekers in the areas to which the Act has been applied to register
or eployment and to notify the employment officer of continued
ployment. ZIvery workceeker must be issued with an
employment card and employers must notify the employment
ficer of thz engagement or termination of services of all
sons over the age of fifteen years.

Principals of schools are required to register White,
Et‘lnured and Asian school~leavers over fifteen years of age if
u“? ar> bona fide workseekers, i.e. scholars and students of any
:""“Eatinnal institution need not be registered. The official
“tistics in this regard would include apprentices.
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In the census year 1970 the following numbers, of
juveniles, probably only a third or less of people in the age
group, registered (the figures include first registration and
re-registrations which might inflate the totals slightly):

White Coloured Asian
Boys Girls Boys Girls Boys Girls
12 288 5 005 6 277 5 506 766 194

Of these juvenile workseekers 89,2 per cent of the White boys,
69,7 per cent of the White girls, 60,5 per cent of the Coloured
boys, 49,4 per cent of the Coloured girls, 47,5 per cent of the
Asian boys and 36,1 per cent of the Indian girls were placed in
employment by the Department of Labour (c.f. Department of Labour
R;P; 83/1971).

The act extended the establishment of public labour

exchange. (c.f. Van der Horst, 1949; Bureau of Census and
Statistics, 1960).

Africans

General

The svstewm of influx control with its severe
restrictions on African residential rights (both ir urban and
rural areas) is inextricably linked with the rights of the African
to seek employment. People "superflucous" to the lanhour needs in
the common area are either "removed" to the homelands or endorsed
cut of urban areas and tens of thousands of Africans have been so
displaced every year for some fourteen years or more. It is

difficult to quantify the actual number but various "guesstimates"
have been made (c.f. Table 5).

Reference Books

In terms of the Bantu (Abolition of Passes and
Co-ordination of Documents) Act (Act No. €7 of 1252} avervy African
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(poy ©r girl) nust apply for a reference book when he/she turns
|6 Years of age. 1In the case of foreign Africans an identity

jocument must be okbtiined rather than a reference book. It is
;n offence for an African of 16 years and over not to be in

Pgssessinp of a reference book which should contain particulars
of nane, identity number, ethnic group, marital status, domicile,
employment, payment of tax, etc. 1In practice these details are

ften far from complete and various omissions can have serious
consequences for the individuals concerned.

Egidential Rights and Workseekers in Urban Areas

The position of Africans in the urban areas within the
comnon area, 1s governed by Section 10 of the Bantu (Urban Areas)
fonsolidation Act (Act No. 25 of 1945, as amended). This provides

jor different categories of residential rights, familiarly known
s 10(1) (a), (b), (c) or (d) rights.

In terms of the law as amended up to 1964, an African
ray visit an urban area for up to 72 hours without obtaining a
special permit, but may not remain there longer unless:

[a)
[b)

he (or she) has lived there continuously since birth;

he (or she) has worked there continuously with one
emnployer for at least ten years, or has lived there
lawfully and continucusly for fifteen years, and has
thereafter continued to live there, and has not been
in employment outside the area, and has not been
convicted of a serious offence;

le) he (or she) is the wife, unmarried daughter, or son
undex the age of eighteen years of an African in one

of the categories mentioned above, ordinarily resides
with him, and entered the area lawfully;

he (or she) has been granted special permission to be
in the area.

Sections 10(1) (a) or (b) confer a certain measure of
‘ﬁurity upon Africans who qualify to be in an urban area in
trms of these subsections. The most coveted stamp in a reference
?ﬁ is either the one which states that the owner is: "permitted
th in the prescribed area cf....in terms of Section 10(1l) (a) of
! No. 25 of 1945", or "permitted to be in the prescribed area of
t-in terms of Section 10(1) (b) of Act No. 25 of 1945", This
s that the owner of the reference book is entitled to remain
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in that prescribed area provided that he does not lose that

precious right by committing any one or more of a wide variety of
misdemeanours or crimes or simple acts of omission in some
instances.

People with 10(1) (a) or (b) rights may change their jobs
provided that they register with the labour bureau when they
become unemployed. A man with these rights may be the tenant of
a house in an African residential area. IHe could not, however,
accept employment in any other prescribed area and retain his

right to domicile in the area in which he was registered until
recently. f

In terms of the Bantu Labour Act (Act No. 67 of 1964),
which consolidated and amended an earlier 1911 Statute, and more
specifically in terms of the Bantu Labour Regulations (Government
Notice No. R, 1892 of 3 December 1965) a system of local labour
bureaux under the management of municipal labour officers operates
in the major urban areas within the common area. Where no local
labour bureau has been established a district labour bureau
functions. Every employer of African labour in a municipal area
is required to register with the local labour bureau although
there are exceptions for licensed recruiting agencies, discussed
later. Every African legally parmitted to be in the area under
Section 10(1) (a), (b) or (c¢) of the Urban Areas Act 1945 who has

attained the age of 15 years must register with the local labour
bureau, as must workseekers and the unemployed.

No African may be employed if both he and the employer
are not registered with the local labour bureau. Casual
labourers or independent African contractors may work and may be
employed if.they have Section 10(1)(a), (b) or (¢) rights in the
area, if the municipal labour officer permits them to do so, and
in the case of men, upon payment of a monthly fee cof 20 cents, if
they present their reference books to the said officer for
signature each month, and provided that suitable accommodation is
available in the area. Africans with Section 10(1) (d) rights
may also be granted permission to work in these capacities.

No African worker may be introduced into the urban area
without prior permission and no employer may employ an African

who is the signatory to a labour tenant's contract with another
employer.

f The provisions of the Bantu Affairs Administration Act

(Act No. 45 of 1971) may increase the mobility of African workers
in certain towns.



Every employer of an African male must pay a monthly
fee prescribed for the particular urban area in respect of each
African male employed. The municipal labour officer is also
entitled to charge the employer a fee of 25 cents for every
african worker registered for employment.

Certain classes of Africans, including professional men
and women, ministers of religion who are marriage officers, and
certain categories of teacher and public servant are exempted
from having to register provided they are lawfully in the area.

Employers must sign the reference book of every African
in their employ every month and must notify the local bureau upon
the engagement or termination of services of any African employee.

The"rights" which Africans enjoy under this Act are very
tenuous and are in any event at the mercy of wide discretionary
powers which may be exercised by the White authorities. Section 29
of the Urban Areas Act schedules a wide variety of instances when
an African may be Jeclared "idle" or "undesirable" whereupon he may

be removed from any particular urban area to a place indicated by
a Bantu Affairs Commissioner.

People with Section 10(1) (d) rights are subjected to
even greater insecurity than the other categories of African
town-dwellers in the common area. Like their confréres they are
subjected tc the prccedures enumerated above, but municipal labour
tfficers may either "endorse them out" of the area if they are
unemployed or not registered as workseekers or refer them to an
"aid centre” or to the district labour officer who could induce
them to take up employment in the rural areas. It is the 10(1) (4)
penple together with recruits of officially-licensed employers'
agencies who properlv constitute the migrant labour force. Some
10{1) (d4) people would not fall into the category of "oscillating
migrants" i.e. people who work for a stipulated period in an urban

area but whe are obliged to return to their homelands annually on
the termination of their contracts.

There are in fact two types of contract workers:
1) those who were in an urban area before the Bantu Labour
qulations (Bantu Areas) of 1968 (Government Notice No. R. 74 of
9 March 1968) came into operation on 1 April 1968; and
2) those who entered an urban area subsequently.
he position of the former is marginally better than that of the
Atter. The different conditions which prevail are:
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(a)

{b)

(c)

(a)

(e)

(£)

(g)

?5;

The service contract lasts as long as the African
continues to work for the same employer;

The worker may go home on leave provided:

(1) that his employer does not sign off his
reference book but endorses it with a
statement that the employee is on leave for
a specified period;

(1i) that he returns to work for the same employer;
and

(iii) that he stays away from the urban area of not
more than six months;

unlike 10(1) (a) and (b) people but like his post-1968
confrére he may never be the registered tenant of a
house in the urban area;

his wife and children may not live with him in the

area unless the wife is already residing lawfully in
the area;

he may apply for a lodger's permit to reside in some-
one else's house (except in Cape Town) ;

a single man must live in a "bachelor™ hostel or on
his employer's premises;

if such a worker has been continuously in an area and
has worked for the same employer for ten years, he
gqualifies for Section 10(1) (b) rights.

Post-1968 Regulations African contract workers are

subject to the following conditions;

(a)

(b)

(e)

(d)

(e)
(£)

they can only enter into a service contract for a
maximum period of one year;

their reference books must be signed off at the end
of each yearly contract;

they must return to their homeland at the termination
of every service contract;

they can never be the tenants of a house in the urhan
area and must always live in "bachelor" hostels;

they can never change their category of work;

they cannot bring their wives into the area.
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The official attitude to African workers in the
common area in terms of the segregationist Homelands policy is
thus that they are "temporary", "casual" or "questworkers" - a
viewpoint most succinctly expressed by the Minister of Bantu
Administration and Development in the following statement:

"We do not regard the Bantu working in South Africa - even if
they have always been working here, for whatever length of time,
even if it is from the day they are born until the day they die -
as being present here in an entrenched fixed capacity; we regard

them as being here in a casual capacity" (cf Hansard 14 9th May
1972 Column 6879) .,

The eifect of these laws and those to be outlined
below is to facilitate the realization of the conflicting
interests on the part of the whites. On the one hand they view
with mistrust the weight of African members attempting to con-
trol the influx of labour into the towns and cities. On the
other hand the manpower requirements of the economy necessitate
a plentiful supply of Black labour. That is there is a tension

between the maintenance of White privilege and economic growth
which it is the aim of these laws to overcome,

Workers in "non-Prescribed" Areas

In the rural areas in the common area the Bantu Labour
Regulations of 1965 established a system of district labour
bureaux under the management of district labour officers. African
workseekers and employers in these areas must register with the
district labour bureaux and provisions similar to those outlined
for local labour bureau apply.

The presence of Africans on farms in rural areas with-
in the common area is contrclled by Chapter IV of the Bantu Trust
and Land Act (Act 18 of 1936) which has been amended several times
(c.f. Horrell 1971 : 46 - 48). This legislation was aimed at
discouraging the system of African labour tenants on White farms
and of squatters who form labour pools on some farms. The number
of labour tenants was limited and squatters had to be registered
annually against & progressively increasing registration fee.

The registration of labour tenants and squatters is governed by
the Bantu Labour Regulations of 1965. By mid-1970, new labour
tenants' contracts had been prohibited in the whole of the Orange
Free State, in 41 districts of the Transvaal, 3 of the Cape, and
23 of Natal. The Africans concerned are encouraged to become
full-time farm workers as existing contracts expire with a
Probable loss of the right to keep cattle as a consegquence.
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Africans who refuse to become farm labourers may be permitted to
accept work in country towns, but their families must go to a

resettlement village in the homelands and they have to dispose of
their stock.

Tens cf thousands of Africans have been removed from
the common area in terms of these policies and laws. It would
appear from the annual report of the Department of Bantu
Administration and Development for the year 1971 (R.P. 41/73)
which states "during the year more and more stress was laid on
the settlement in the homelands of non-working Bantu from the
White areas in the Republic" that the tempo of these removals may
be accelerating. (c.f. Table 5).

Supply and Registration of Afric&g La@nur from the Homelands

Over and above the system of controls outlined above,
the Bantu Labour Regulations (Bantu Areas), proclaimed under
Government Notice R. 74 of 1968, extended the system of labour
bureaux to all homeland areas. The Transkei which already had its
own system was excluded as was the townsnip of Sebcockeng near
Vereeniging. These additional regulations provided for the
establishment of tribal, district and territorial labour bureaux.
As the 1971 report of the Department of Bantu Administration aad
Development (R;P; 41/73) states: "Although the bureaux are
established in the homelands, this Division of the Department (the
labour Division) remains responsible for matters of policy concern-
ing the bureaux, for the co-ordination of their activities and for
handling complaints of the Bantu employees and the White employers®,
It must also "ensure that labour is made available in an organised
manner in accordance with demand, that labourers are properly
identified, that they are registered at a labour bureau and are
recorded in the Bantu Reference Bureau". Among the more normal
activities of the Labour Diwvision of the Department is the
maintenance of an Occupation Register of more highly-qualified
African workers who are classed in the categories: Professional,
Academic/Administrative, Technicians, Tradesmen, Operators. By
1971 a total of 11 000 Africans had been included in *he register.

In brief, the 1968 regulations provide that every
African domiciled in the area of a tribal labour bureau who is
dependent on cmployment for a livelihood, shall, within ore month
of attaining the age of 15 years or of becoming uneumployed,
register as a workseeker with the tribal labour bureau in his zrea,
All workseekers are classified in a particular category cof empioy-=-
ment. Upon reguisition, available vacancies are offered and, if
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accepted, contracts are entered into for periods not exceeding a
year. Certain categorirs are exempt from registering as work-
seekers but no African workseeker may leave his homeland unless
he is registered at the tribal labour bureau.

The employer pays a fee of Rl for every African worker
whose contract is attested at a tribal labour bureau. This is
utilised by the African authorities concerned and not the
Republican Government. The employer is responsible for the cost
of transport between the homeland and the place of work but may
recover such costs from the worker concerned. While labour
contracts may not exceed one year (or 360 shifts in the case of
an adult, 270 for a worker under the age of 18 years) an employer
may use the "call-in-card" system to re-employ particular workers.
He applies at the local labour bureau in the area in which he is
located for such a card which is presented to the tribal labour
officer in the homeland. On the payment of a fee of Rl the
worker is permitted to return to the same employer.

All labour contracts must be attested before the
African worker starts work and he may be required to submit _
himself to a medical examination, The registration of a contract
can be refused on certain medical grounds some of which protect
the worker and some of which are concerned with public health.

Recruiting Organisations

The Bantu Labour Act of 1964 governs the licensing
GE private recruiters of African labour and Chapter IV and V of
the 1965 Bantu Lakbour Regulations provide specific controls in
this regard. According to the 1971 report of the Department of
Bantu Administration and Development it is policy "to allow as far
as possible only organisations which recruit specific workers for
the group of employers concerned on a non-profit basis, and not
tc allow private recruiters, who are remanerated per worker
recruited”. The latter it is hoped will disappear in due course.
The major recruiting agencies represent the mining industry and
agriculture. &among the former are Mine Labour Organisations Ltd.
and the Natal Coal Owners' Native Labour Association. There are
alsoc organisations which recruit African labour for employment on
White farms, sorne of whom have been identified by Wilson (1972:
18, 19, 21, 25). It is of note that while the annual reports of
the Department of Bantu Administration and Development contain
8tatistics on recruitment by licensed agencies connected with the
mining industry, similar figures are not provided of those
recruited for farmers.
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Some jdea of the scale on which this sort of recruit-
ment takes place is afforded by the annual report of Mine Labour
Organisations Limited for the year 1972. This covers the
recruitment of African workers in most of the gold mines and
certain coal and other mines and presents the following picture:

Area from which Per
recruited Number Centage
Cape 65 750 15,87
Natal 4 479 1,08
Orange Free State 6 673 1,61
Transvaal 10 275 2,48
Sub-Total 87 177 - 21,04
Lesotho 78 492 18,94
Botswana 17 471 4,22
Swaziland 4 273 - 1,03
Sub-Total 100 236 24,19
East Coast 97 713 23,58
Tropicals 129 207 31,19
414 333 100,00

The reliance of the mining industry on foreign wmigrant
labour is rather wvividly illustrated by these figqures which
indicate that although the employment of native-born Africans on
these mines rose marginally by 655 between 1971 and 1972, it
dropped as a percentage of the total labour force by 1,36 per cent.
Foreign Africans constituted 78,96 per cent of the labour force
at the end of 1972 compared with 77,60 per cent at the end of _
1971. There was a significant increase of 9 841 mineworkers from

Lesotho and a very marked increase of 21 447 from tropical
territories.

It would provide an interesting comparison if similar
data on agriculture was provided by official sources.

Further data on registered African workers given below
present a fuller picture of the extent of migrant labour in the
Republic. The system has been severely criticised both in the
Republic and beyond its borders. 1Its evils have been subiected
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to rigorous analysis by Wilson (1972 a) who has provided fairly
exhaustive coverage of many of its facets, and most of the major
churches in South 2frica have roundly condemned it (c.f. Wilson,
1972 a: 263-6). Wilson has suggested a phasing out of the system
pf migrant labour with a target being adopted for the gradual
dismantling of the legislative framework upon which it rests.

Registered African Workers in 1972

According to the Minister of Bantu Administration and
pevelopment (c.f. Hansard 16, 29 May 1973, Question Columns
943-5) the following numbers of African workers were registered in
each category of labour in 1972.

Local Labour District Labour
Bureaux Bureaux
South South
African Foreign African  Foreign
NMationals Africans Nationals Africaps Total
Agriculture,
etc. B9 612 4 783 312 906 13 299 420 600
Manufacturing 569 558 10 B34 32 133 941 613 466
Mining and
Quarrying 46 475 4 182 54 569 47 153 152 379
Construction 271 647 5 951 38 408 2 576 318 582
Wholesale and
Retail Trade 214 581 3 119 5 780 51 223 531
Financial ]
Institutions 16 003 265 567 - 16 B35
Private
Transport 34 126 383 2 015 10 36 534
Accommodation
A Catering
Services 91 256 2 014 3 356 18 96 644

Other Private
Bugsiness Ser-
vices 47 246 610 2 666 141 50 663
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Local Labour District Labour
- __Bureaux _Bureaux
South South
African Foreign African Foreign
Nationals Africans Nationals Africans Total
41 669 2 694 7 002 374 51 739

Corporations

South African

Railways and

Harbours

Government
Departments,
etc.

Local
Authorities

Semi-Govern-

ment Organisa-

tions

Domestic
Servants

Other

67 927 4 903 10 857 91 83 778
130 524 1 798 9 471 . 91 141 B84
119 133 2 460 8 B29 36 130 458

10 146 152 1 511 18 11 827
561 798 B 746 27 869 174 598 587
117 772 2 483 2 773 22 123 050

e

2 429 473 55 377 520 712 64 995 3 070 557

—

Included in the figures given above were 357 527
African workers registered at tribal labour bureaux in the

homelands.

It is difficult to obtain a reasonably accurate

reflection of the number of oscillating African migrants upon
which the economy in the common area depends so heavily.
Obviously people with Section 10(1) (a) or 10(1) (b) rights form
part of the settled work force in the common area. Those with

Section 10 (

1) (d) rights who arrived in an urban area before

1 April 1968 would also form part of the more settled work force
and would not necessarily be oscillating migrants. The picture
is further complicated by those Africans in the employ of the
State and teachers and other exempted classes of workers some of
whom may "move to and fro" on a regular basis between the common

area and the

homelands either because of legal and/or economic

constraints or from choice.
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“'&!RICRHS_RE‘[GVED FROM THE COMMON AREA
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1957 - 1971.

From "Black From the African Traders,

Spots" Mis-  Commop prea Industrialists,
sion Sta- and Profession-

fear Total tions, etc. Rural - Urban? al People.

1957/8 140 - 140) - -

1J59 ) - ) )

1960 ) ) )

196 1 )2 )2 )

1962 ) ) )4

196 3 51 123) 51 123) )

196 4 4 577 4 577 :

95 4 728 4 728 1

866 4 4403 4§ 4403 ;

967 38 843 8 7503 86 076) 17

96 8 61 656° 17 937 23 730 g 882 107

369 119 519 23 264 44 089 57 128 138

870 64 576 6 151 21 177 371 219 29

971 48 697 11 083 14 553 23 026 35

454 399 132 053 189 765 133 255 326

Sy,

hl‘ﬂ.‘ce: Annual Reports of the Department of Bantu Administration
and Development (formerly Department of Native Affairs)
for the years 1958/9 to 1971. U.G. 51/1960, R.P.78/

1964, -R.P. 41/1965, R.P. 14/1965, R.p. 18/1967,
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R.P. 24/1968, PR.P. 48/1969, R.P. 39/1970, R.P, 58/
1971, R.P. 44/1972.

NOTES:

1. The annual reports of the Department did nct include
figures for removals from urban areas within the
common area until 1968. It may be reasonable to
infer from the average of the figures given from 1968
to 1971 that roughly a further 297 576 Africans have
been removed from urban areas, giving a grand total of
some 751 975. If this assumption is correct, then, an
average 53 713 Africans a year, or 147 a day, have been
removed from the common area in roughly fourteen years.
On the official, published statistics tabulated above
32 457 Africans in the average year, or nearly 89 a
day for fourteen years, have been removed. These
figures differ from those of Horrell (1972) whec has
taken other factors into account. They are in any event.
very conservative.

2. This is a cumulative total including the preceding
years.

3. These are estimates based cn the number cf families
given in the reports fcr these years., A family has
been taken to consist of 5 units - a conservative
estimate.

4. This is a cumulative total including preceding years.

5. The official report contained an error, corrected here.
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POST OFFICE STRIKE

At 7.30 a.m. on Wednesday, May lst, 500 Coloured and African
Post Office workers from the 0ld Fort Road and Mobeni depots
employed as telephone installators and cable-layers refusecd to
begin work. They informed Mr, N.G. Black Regional Director of
Posts and Telecommunications for Natal that they would not
recommence work until their salaries (they are paid by the
month) were raised in accordance with a written assurance made
to them in October last year that their salaries would Lke
substantially increased in April of this year. They argued that
their April pay packets contained only very minimal increases of
between R2,00 and R3,00. One of the workers expressed the
general dissatisfaction when at a meeting towards the end of

the strike between some 350 Coloured and African workers and
Louls Rive, the Post Master General, he asked, "Can you drive a
motor car without petrol? We are hungry, we have no strength
and our families are dissatisfied"”.

At about 11 a.m. on Thursday, May 2nd, about 200 African Postal
workers at the Durban Central Post Office stopped work. They
recommenced work later the same day after having extracted a
promise from Mr. Black that a decision concerning the allay-
ment of their grievances would be taken within the next few days
On Friday and Monday however, groups of Postal workers from the
Central Post Office struck sporadically and on Tuesday morning
at least % of the C.P.0. workers were on strike.

These workers offered the same reason for striking as that
offerred by the Engineering workers from the Mobeni and Old
Fort Road depots, namely, the assurance made in October that
their wages would be drastically increased was not fulfilled
and conseguently they were still forced to live in gripping
poverty. All the striking Post Office workers, Africans and
Coloureds, put forward a uniform demand of R120-00 per month.

On Friday morning the workers stationed at the 0ld Feort Road
and Mobenl depots arrived at their respective depots at the
usual time but upon learning that the senior Natal Post Office
officials were unable to give them an immediate undertaking on
their pay demands, decided at 8.30 a.m. to return home.
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Onpondzy May 6th,at 8.45 a.m. Mr Black and his deputy,Mr Brown,
addressed asbout 150 workers at the O0ld Fort Road Depot. They
toléd the workers that unless they returned to work immediately the
Posi: Master General would not attend to their demands. The workers
Howevel r2fused to return to work. In spite of Mr,.,Black's ultimatum
Mr Louls Rive, the Post Master General, arrived in Durban in the
early afternoon and later addressed about 350 workers at an open-
air wmeeting at the Mobeni workshops.

Hetold the workers, "I know you are experiencing hardships, but
youar« not doing things the right way. There must be no repetition
ofthis strike. ,... I undertake to approach the Government within
twoweeks and will recommend what the Post Office can afford to
give you, However, the Government must decide how much you can have
andwhen you will get it,"

On the next day, Tuesday the 7th, however, at least half the workers
werz2 till on strike, Early on Tuesday morning about 80 workers
grouped themselves into a column at Umzinto railway station and
marched a short way through Durban to the Central Post Office,

Theré were altogether about 150 striking workers at the Central

Post Office and about 250 at the 0l1ld Fort Road Depot. A smaller
nunber of workers at Mobeni were also still out on strike,

Onthis occassion the workers were told by the police and by Post
Office officials that their group presence constituted a "disturb-
ance” and that they must either return to work orelse return home,
inwhich case they would be regarded as "deserters! A"deserter"
From the employ of the Post Office 1is given a month in which to
return to work or otherwise be dismissed. The bulk of the workers
atall three depots chose to return to work immediately. According
tothe Post Office only four resigned and four deserted.

However it seems thiet not all the workers who absented themselves

on the day on whid: the majority resumed work were treated as
deserters, It =25 been confirmed by the Post Office that six
wolkcrs from Mobe2ni and 0214 Fort Road were fired, and we have heard
ofsiyx other cases of dismissal. A few days after the strike some
twenty workers were summoned by a Post Office official and accused
ofbzing "agitators". They were warned that unless they conducted
themselves "properly" in the future they would be fired. It appears
thit ho one has as yet been charged with violating the Bantu Labour
Relatjons Regulation Amendment Act, which forbids strikes by workers
inéssential services,

Mr.Rive claimed that, "there was clear evidence of outside influ-
ence, This was not a spontaneous demonstration." He added, however,
"I conceded that in common with all other post office workers they
and a case for a wage increase." The workers to whom we spoke
laughed at the idea that there was outside interference in the
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strike, Certainly no concrete evidence has been produced to supp-
ort Mr. Rive's allegation. The striking workers claimed to be
earningsalaries of from R39 to R65 permonth, The Post Cffice was
not willing to release salary figures, but the lower figure of R39
was reported in the press without being denied. The workers were
demanding approximately R120 per month, which is only a little
above the current Poverty Datum Line for Durban, estimated by

the Department of Cconomics at Natal University to be R110,56 in
March 1974,

These salaries also compare very unfavourably with those earned

by Whites,as published by the Minister of Posts and Telegraphs in
March 1973:

Annual Salary _No, of Whites %of Whites
R600 or less o) 0
R601 to R1200 793 1,9%
R1201 +o R2400 22294 54, 6%
R2400 plus 17761 43, 5%

Thesesalaries are also very low, They were increased by a 15%
pensionable allowance in April 1973, The African anéd Coloured
workers nevertheless could be suffering from "relative depriv-

ation both in relastion to their white fellow wrkers and in
relation to other hlack workers.

As far as we can gather, African and Coloured Post Office workers
have been contemplating strike action for some time. When, in
October 1973 all workers at the three depots were issued with
forms which they understood to be an assurance of a large salary
inrease commencing in April 1974, <they decided to wait until
April, and then to reassess the situation. ©Some of the workers
say that they were expecting an R27 increase. Others were un-
certain, but seemed to have Lkeen expecting some sud largse amount,
All were confused by the document, which was 1in English, contained
inscrutable calculations, and was laced with accounting jargon. 1f
any attempt was made to explain the document to the workers it
certainly failed. The increases which they received in April were
of the order of R2-R3 per month, and so fell far below their ex.-
pectations. They demandod an explanation of the Fost Office man-
agement, and their claim that they had been preomised larger
increases was denied. The workers claim that the officials implied
that they, the workers, were lying. This only aggravated thelr
original sense of grievance. They felt that they had been first
deceived and then insulted, Not =2ven the Post Office managamnt
care to deny that there was no communication between themselves
and the workers, From October 1973 to May 1974 they were, it
appears, ignorant of the fact that many of their workers were

awaiting a large salary increase which they beleived had been
promised to them.
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According toour information there were ng in-factory committees
of any sort functicning at any of the three depcts at the time
of the strike. The workers at the 0ld Fort FRoad Depot said that
there had been a Works Committee, but that the most forceful
and articulate member, who was also the Chairman of the Committee,
had been transferred. The workers suspect that he was in fact

transferred because he was articulate and unimpressed by manager-
s:uthority. In any eventthe workers did not seem to have much
faithin such committees., According to an African worker from the
Central Fost COffice the management had invited the workers there to
form 2 Committee, But the workers had refured. He said that
the »orkers think that such a committee is very insecure, and that
they will infact get into trouble frommanagement if they raise
contentious igssues, Thus it is possible that even if there had been
a Commnittee in operation comminicaticn would not have been very
effective, However, it could scarcely have been any worse.

There are two further points c¢f interest worth noting about

this strike. The first point is that it was a joint strike by
African and Coloured workers. In these branches of the Post Office
they do the same jobs for the same wages, and therefore reacted
together asa group. Our impression was that there was a very

close relationship between the different races during the strike.
There vere no Indian strikers, but as far as we could make out

this was because there were no Indians earning the same salaries.

The sccnnd  noteworthy point is that this was the first strike in
the strike wave of the last 18 months to affect government
employees, It is particularly significant in that the Minister of
Posts and Telegraphs, Mr,Marais Viljoen, is also Minister of
Labo:r, Nevertheless the strike was handled with considerable
caution, and the Post Master General himself flew down from
Pretoria to address the workers, Although he made the traditional
allegations about agitators his speech was relatively conciliatory.
Admittedly the strikers were finally forced back to work by the
threat of dismissal and/or police action. But the important point
is that the Post Office granted at least some legitimacy to the
strikers, This may indicate that the Government is beginning to
comk to terms with the fact that strikes are a normal part of
life in an industrialised capitalist society, and should be
treated as such.



The Problems of African Trade Unions

From a study of the state's attitude towards African
or oper. trade unions, African trade unions referred tc in the
paper are not necessarily racial unions and are usually, in
terms of their institution, open to all races thereby implicit-
ly challenging registered trade unions which are explicitly
racial. It is obvious that recognition will not be granted
until African trade unions are firmly established. This iz an
important peint which helps to deflate the optimism evoked by
businessmen who prophesy that such recoanition is 'inevitable'.
There is a long hard road along which definite signposts have
to be passed before this legitimate destination is reached.

Certain sets of problems are encountered in the
development of African trade unions which are quite different
from those of registered trade unions. Undoubtedly one of the
most psychologically inhibiting factors (for members, cfficials,
and employers) is the lack of statutory recognition. 1t is
worth adding here, however, that the advantage of statutory
recognition is often exaggerated. But even taking this into
consideration, African trade unions are limited in membership,
unconfident in their own capabilities, and isolated from the
life-blood of trade unions; the negotiation table. To be able
to discuss guidelines for the future development of African
trade unions within the repressive envircnment in which they
operate, the specific problems have to be analysed, and
possible soulutions proposed.

To return to the issue of legality which is dominant
in the minds of most people considering African trade unions,
until quite recently it has been assumed by workers and manage-
ment that African trade unions are illegal. This attitude, which
is a result of the banning of trade union leaders, is just
beginning to disappear now that the pros and cons of African trade
unions have been discussed in the press, at employer conferences,
and raised into prominence by the British Trade Union Congress visi
A recent survey carried out by Market Research Africa found that
fifty-one per cent of all businessmen favour the formation of
integrated Black and White trade unions, while more than a
quarter would prefer separate trade unions for Black workers.
Despite apparent widespread acceptance at one level, recognition
of existing African trade unions is not in sight, and their
present legal standing has to be examined. There are several
important points which can be made about the legal status of

African trade unions:-



12)
(2)

(4)

(5)

African trade unions are voluntary associations which
are unincorporated, but which function via a
constitution in the manner in which a voluntary
association can act in South African law,

African trade unions may sue and be sued.

The victimisaticn clause of the Vage Act covers African
trade union representatives in the undertaking. It has
been widely assumed that African trade union representa-
tives would have to be members of works committees or
liaiscn committees to have legal protection in terms of
the victimisatiorn clause of the Bantu Labour Relations
Regulation Act of 18532 arnd the Wage Act has been ignored.

If employees and employers constituting an industrial

council agree, then African trade unions can legally attend
industrial council meetings.

The issue of stop order deductions for African trade unions
has not been finally resolved i.e. there have not yet been
any prosecutions of employers making cdeductions from the
wages of African workers for trade unions. The matter
seems to be governed by the over-riding provisions of the
Bantu Labour Act No.67 of 1964. Secction 10 of the Act
reads as follows:

"16. (1) Any employer who, save with the written
consent of the Director or an officer of
the public service authorised by the
Director in writing to give such consent,
or when otherwise authorised theretc by
any law or by order of any Court -

(a) pays the whole or any part of the
wagoes due to any Bantu employed by
him to any person other than such
Bantu;

(b) withholds the wages of any Bantu
employed by him or any portion
thereof without reasonable and
probable cause for believing that
such wages or portion therecof is not
due; or

(c¢) makes any deduction from the wages
of any Bantu employed by him,

shall be guilty of an offence.’
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This section directly prohibits the pavment of the
wages of an African employee to any person other than the
worker himself. This on the face of it would cover a deduc-
tion in order to make a payment to a trade union. It wculd
also make deductions for pension schemes, provident funds,
industrial councils, sick funds and many other legitimate
funds illegal. The only possible conclusion can be that as
usual South African law is observed in the breach, and in the
absence of a firm conviction in terms of this legislation,
stop order deductions for African trade unions should not be
assumed to be illegal.

There is obviously a wide scope for further legal
interpretation and guidance in respect of African trade unions,
a field which has been totally ignored by academic lawyvers and
legal handbooks. It is also imperative that African trade
unions can make use of lawyers who can fight test cases on many

of the issues on which it is impossible to get clear legal
opinions.

The development of African trade unicns has toc take
into consideration firstly organisational problems, and then
the problem of recognition by employers and statutory bodies.

(1) Workers' attitudes are the key to nrganisational
capabilities. What Africarn trade unions lack in terms of leaal
recognition has to be won through mass membership and corganisa-
tional strength, factors which registered trade unions lack.

The workers' attitudes towards the trade union are crucial to

be able to build up large, solid, membership. Workers' attitudes
are determined by the environment in which they live and communi-
cations which they receive. Crucial to the attitude of African
workers to trade unions has been found to be: (i) the attitude
of the employers - either repressive or progressive; (ii) the
policy of homeland governments; (iii) experience of Coloured or
White trade unions; (iv) indirect knowledge of the trade union
movement through the press orradio. Attitudes are clarified
when the African trade union makes propaganda on its behalf, but
crystallises only during a dispute which can serwve as a severe
test for the trade union. Even where the workers are receptive,

however, careful explanation of trade union policy and structure
is needed.

Workers' attitudes to trade unions could possibly be
changed by pursuing the followlng proposals; (i) a campaign to
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clacify the issues of African representation for employers;
(ii) requests to Homeland Governments to propagate amongst
qyorkers that Trade Unions are not illegal and that they have
the approval of the Governments; (iii) publication of African
rrale Unions including encouragement to African workers to
:poin Trade Unions and the dissemination of information con-
cerning benefits, for example - unclaimed compensation due to
sorkers in the area. This could be achieved by means of care-
ful handling of the press and also the radio if possible.

(2) Victimisation. Both direct and indirect victimisa-
trion by employers is being practised on the African Trade
union leaders. African Trade Unions are relatively new and
weak thereby facilitating a repressive attitude on the part
of management towards Trade Union members. Thus organisers
have to operate in terms of a tactical approach. Following
the death benefits which are being provided by most African
Trade Unions at the moment, victimisation benefit seems the
next obviously necessary benefit. A victimisation benefit
issued between the time of giving and the reception of benefits
from the Unemployment Insurance Fund, would be valuable but
would also have certain disadvantages.

Firstly, those who have received wvictimisation
benefits tend to becoma wards of the Trade Union, becoming
disinterested in fighting for themselves. Secondly, the
victimisation benefit becomes wvery expensive, if operated on a
non-contributive basis. An alternative job, preferably with
hicher remuneration is always the best solution for viectimised
individuals. The successful transfer of a worker to a new
occupation can also, through publicity, help to animate the
mrale of the remaining workers. However, in order to absorb
tases of victimisation in this manner, a co-operative relation-
ship with other registered and African trade unions is wvital.

(3) Difficulties in maintaining membership. One of the
major internal weaknesses of the African labour movewment is the
high proportion of paper membership. It is fairly accurate to
s5ay that at least 40 per cent of merbership of any African Trade
Union is not paid up membership, to within a fortnight; in
blder unions this is probably higher. Problems of membership
"aintenance arise out of other problems faced by the African
Irade Unions; problems of stop order deductions, problems of
the effective organisation of stop order deductions and problems
of effective organisation. One can easily imagine the immense
difficulties in collecting subscriptions in akituation where
hanagement is hostile, where there are a number of factories,
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large distances, excessive overtime and different shifts. An
analysis of the time consumed by African Trade Union organisers
would probably demonstrate that 50 per cent of the working day is
allocated to recruiting and collecting subscripticons, 30 per cent
in meeting members and taking complaints and the remainder in
office administration. Organisers have invaluable experience of
the real problems by wvisiting the factories, but the frequency

of such visits tends to result in the procrastination of dealing
with other urgent organisaticnal problems. For example, it is
vitally important that the Trade Union in order to maintain
membership can show results, particularly the successful resolu~

tion of a complaint, and this requires management recognition of
the Trade Union.

(4) Financial ccntrol and the establishment of committees.
Closely related to the difficultiles of maintaining membership,
is the problem of establishing effective committees which can
determine union policy and exercise financial control. 1In
African Trade Unions there tends to be an inverse relationship
between centralisation and the difficulties faced on the
periphery. The branch executive committee members are frequent-
ly inexperienced in committee procedure and in handling fairly
substantial funds. But it is imperative that these committees
exercise control over policy and finance as soon as possible.
Rfrican Trade Unions as well as registered Trade Unions in South
Africa tend to develop structures centred around the Trade Union
Secretary. The Committees tend to be too uncritical toward
expenditure and of secretaries who act without specific author-
isation. They tend to trust the secretaries to an unhealthy
extent.

This defect points to the necessity of revitalising
the totally deficient training schemes for branch executive
committees and secretaries. Perhaps the formation of local
branches on the basis of the American niodel, would assist in
decentralisation and the encouragement of initiative at the level
of the undertaking. The executive of these locals conld assume
responsibility for factory meetings and the formulation of
policy. However the effective operation of a local depends on
workers knowing that they are guaranteed against victimisation.
The exercise of financial control by committees is not only a
matter of education. It needs a certain style of secretariot
which 1s prepared to produce month to month comparisons of
expenditure, details of cheques for speclfic items and other
techniques to illuminate essential transactions without obfuscat-
ing the issue with too detailed an account.
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(5) Active opposition from emplioyzrs. The formation and
rapid groveh of meniership of African Trade Unions is forestalled
by the employers who use the works committee system for this
purpose, workers' representatives on works committees define
their interests in cppcsiticn to theose of the Trade Unions and
its members. Doubt is instilled in the workers by the prolifer-
ate growth of works committees and liaison committees as o what
constitutes an effective fcrm of representation. In the absence
of such institutions, they would perceive the Trade Union as the
only effective instrument of represcnting their interests.

LAssociated with the extension of works committees has
been the expansion of the "human relations" approach by manage-
ment. Managers have been observed arrivinag at the factory car-
lier than usual in order to be present when organisers speak to
the workers and to see which workers display an interest in the
Trade Union. The initial intreoduction of the Trade Union is
usually followed by an intensification of the "lhiuman relations”
activity which assumes several forms. Management tells workers
that they are available at all times to listen to the coinplaints
of individual workers about wayes and working conditions.
Workers are also told that the mininum wages which the Trade
Union is bargaining for is significantly lower than that which
the firm can offer. This creates division amongst the workers,
those havineg a potential for promotion being divided from the
mass ol low wage workers.

(€) liarrassment by the Police., Tha Security Police
scrutinizes clcsely the African Tiade Unions. Former menbers of
political organisations are disallowed to assume offlicial posi-
tions in Trade Unions. Leadership in the factcories are subjected
te police antion which, though falrly widespread, has as yet only
been sufficient to establish a case against a secretary or
orcariser. The experience of police action or investigation
Against Trade Union officials has obvious effects on the willing-
Bess to cengage in worker action and on worker mcrale. There is
Bot much which can counter-act these effects other than helping
¥orkers to view pelice action as intimidation, and by limiting
rumours of expectsd action.

(7) Problems nf Eeccgnition. De facto recegnition of
African Trade Unions by managcment is essential if Trade Unions
Are to be able to perform their functions. Recognition by
Wanagement provided it is genuine would tend to reduce the ad-
YVerse effects of legal lack of recognition. Given the increas-
ing influx of African workers into industry and the fact that




they constitute the largest proportion of werkers in all indus-
try with the exception of the Western Cape industry, management

is more likely to grant recognition to African Trade Unions
at this stage than previously.

Recognition by management would entail the following

practices:-

(a)

(b)

(c)

(d)

(e)

(£)

(g9)

(h)

A guarantee against victimisation of union reprecsentatives
in the firm;

Permission for union officials to enter the firm outside
working hours at regular periods;

Acceptance of the principle that union officials have the
right to deal with management concerning complaints;

Recognition of shop stewards as the true representatives of
workers' interests and as the only legitimate person with
whom to settle complaints;

Co-operation in the formation of systematic means of collec

ing union dues and/or subscriptions to benefit societies
administered by the Union;

Acceptance of the principle that wage increases must only

be given ln consultation and through negotiation with the
Union;

Acceptance of the principle that the Union is the body to
settle disputes and not Government bodies;

Co~operation in develnpiﬁg social security benefits tc be
jointly administered by the Union and the employer.

Although acceptance cof these principles is far from

being granted in South Africa, (at most stage 1 has been reached
by African Trade Unicns), it is obviously in the interests of
African Trade Unions to gain recognition as scon as possible,
This poses the question of whether it is tactically better to

approach the workers or management first. The latter seems to
be best for the following reasons:-

(1)

Management is less antagonistic to organisers with whom
they have met and who have explained their pesition.
Organisers have to meet management at some stage and it
is better if they do so first;
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(11) Related to the first point, is the point that management
has no excuse for accusing the Union of being irrespon-
sible and provocative;

[iri) Management may prcve to be more co-operative than expect-
ed and may even grant access to workers;

[ivi Management may provide useful data such as the number of
workers in the factory, whether an industrial council
controls the factory and details of existing benefits of
which workers are sometimes ignorant or mis-informed;

[v) Management can learn about the industrial relations

system in South Africa and may respect the Union for being
more informed than he is.

There are important reasons for not contacting
management first. Management may attempt to seduce workers
away from the Union by raising wages and improving conditions
but this can be forestalled if workers are approachea immediate-
ly after management has been contacted, or management may attempt
to establish works cemmittees though workers who have learnt
abhout the union often correctly perceive this as a defence
mechanism on the part of management. Management thercby sub-
verts its own goals. It can also be argued that if the Union
represents enrolled members which have been quietly recruited,
its meceting with management would be more successful. Finally
there Is the danger that if recognition is granted too readily,
it would be easier for better paid workers and favourites to
assume leadership positions in the factory. This could engender
asituation where members are dissatisfied, reluctant to pay
their Union subscriptions and where they fight amongst themselves
which is detrimental to the Union's negotiations for wage
advances and better conditions.

The strenagth of the African Trade Unions 1is crucially
affected by the attitude of the Department of Labour or the
relevant Industrial Council. Some cfficials of the Department
are interested in seeing that complaints are solved and that
workers get their due. Such officials in the sections of the
department dealing with Unemployment Insurance and Workmen's
compensation are cbviously invaluable.

The position of Industrial Council Officials is such
that they could provide assistance to African Trade Unions in
their development and in their attempts to gain recognition.
African Trade Unions should request the permission of the
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officials to accompany them to factories where there are 'wage
disputes in which Union members are involved, to settle com-

plaints or to help interpret new regulations of the Industrial
Council to the workers.

Registered Unions can also provide crucial assistance
in achieving degrees of recognition by the Industrial Council
and by employers. When the registered Union together with the
Industrial Council agent visit a factory, the official of the
registered Union can request the presence of the African Trade
Union official. This can markedly affect the attitude of the
employers of the Union.

In terms of the prevailing statutory wage machinery,
representations to the Wage Board provide an avenue for the
greatest recognition of African Trade Unions. In the past the
Wage Board has always been willing to listen to the views of
African Trade Unions and has even encouraged representations.

The Botha Commission reported:-

"The Board is required by Section 11 to give interest-
ed persons an opportunity to submit representation to it.
Individual workers are on the whole, not very helpful in this
connection as they have little knowledge of the methods of wage
fixation and as a rule are not able to gather information,
whether statistical or otherwise, on a sufficiently extensive
scale to be of use to the Board. Organised bodies of workers,
including Native Trade Unions are, therefore, encouraged by the
Board to appear before it, in preference to a number of individ-
uals. Such de facto recognition of Native Trade Unions has
become a regular feature of Wage Board Investigations.”

The Trade Union concerned is more effective at Wage
Board sittings if it has a direct mandate from the workers to
negotiate for certain wages and cha ges in working conditions
laid down by the wage determination. In the past well prepared
representations and communication of the results to workers, has
stimulated the growth of African Trade Unions.

We can conclude that the strength of African Trade
Unions depends on a thorough comprehension of the relevant
legislation and of tactics necessary in terms of that legislation,
on the transcendence of organisational problems and con securing
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recognition from ewmployers, the registered Trade Union, the Wage
Bcard and finally the State. Despite the overwhelming prcbliems
faced by African Trade Unions arising out of the peculiar
pesition of African workers, there are also certain advantages
which include the following:= (a) the fact that African workers
comprise the majority of workers in industry, (b) the receptiv-
ity of African workers to institutions which facilitate their
advancement as workers and as human beings and (¢) the bread
scope of membership which is possible outside the petty con-
straints of industrial demarcation.

It is not helpful to minimise the problems faced by
African Trade Unions but neither is it precise to exaggerate
the benefits accruing through State recognition.

Compiled from papers and discussions at an I.I.E. seminar in October 1873,
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Book Reviews,

Strikes.
Richard Hyman.
Fontana Paperback.

As we all know, workers everywhere are happy with their lot.
They enjoy doing the dirtiest, dullest and longest jobs in scciety.
They are happy that they get the lowest incomes for doing these
jobs. It is only when AGITATORS come along that there is any
trouble. Agitators, who are usually communists or students, (and
sometime, horror of horrors, both) can, with a flick of their
forked tails, suddenly make the contented workers stop bhlessing
their betters for being so kind as to employ them. Then the poor
misled workers go out on strike, with no result other than getting
higher wages, which they do not really need and certainly do not
deserve. This, roughly, is what we are told when textile workers
strike in Durban or miners strike in Britain. ©Strikes are caused
by agitators. PBRan the agitators, and everybody (except, presumubly,
the agitators) will be happy.

We all know that this is ncnsense, don't we? No, we chviously
don't all know it. Even those South African newspapers which have
at last discovered that South African workers strike 25 a result of
real grievances still diagnose "RED CANCER" (Natal Mercury
editorial February 6th) when miners strike in Britain. ?Pcople
with privileges must kelieve in agitators, otherwise they must make
the inadmissable admission that their privileges are unjust.

The agitator thecry 1is of course an attempt by management to
evade its responsibilities. But it is also more than that. Tt is
a way ©of thinking akout the world. It is the result of an in-
ability to understand society sociologically. The American
sociologist C. Wright Mills distinguished between personal troubles
and social issues. When one man is unemployed, that is a perscnal
trouble, and we might try to explain his unemployment in personal
terms -- he is an alchoholic, or he is lazy, or something like +hat.
When half a million workers are unemployed, it is a social issue,
and we cannot explain it by loocking at the characteristics of each
individual. We have to look at the way in which the society is
organised, and the way in which the structure of the society affects
different groups in it. A series of strikes is just such a sccial
issue, but the agitator theory is an attempt to explain it in
personal terms. The theory results from a lack of what Mills calls
the "sociological imagination", the ability to relate individual
behaviour to social structure, and to understand that much
individual behaviour is a response to tensions within the social
structure. Because different groups have different positions in
the social structure, they will have to cope with different kinds
of tensions. It requires some sociological imagination to under-
stand the problems faced by groups other than ones own. It is this



capacity that is lacking in people who blame all social problems
on agitators.

Richard Hyman's bock "Strikes" is an excellent example of the
Sociological imagination at work. As such, it should be read by
all sputh Africans interested in industrial problems. Even though
itdeals mainly with Britain it will help South African trade
unionists to understand their own prohlems more clearly, and it

will introduce managers to a world under their noses which they
apparently do not know exists.

The book contains an irmense ampunt of information and analysis

in.74 pages, and I cannot hope to summarise it adequately here.
Hyman begins by attacking the myth that Britain is especially
strike prone, and that the strikes are the responsibility of bad
trade utnion leadership. An important point which he makes here is
that although trade union leadership may have a more coherent
ideclogical critique of capitalism, nevertheless in terms of actual
industrial acticn the membership is almost invariably more
militant. Unions do not force unwilling workers out on strike.
Indeed, it is much more usual for union leadership to try to prevent
a strike. This is because the union leadership has an interest in
prese’ving the organisation and in preserving the institutional
bargaining relatinnships with the employer: "Concern for union
security is likely to make the official particularly committed to
the bargyaining relaticnship with the employer, and thus particularly
reluctant to take militant action where this appears to jeopardise
relatioas. For the same reasons union leaders have a strong
inducement to see and preserve the social legitimacy of unionism,
and to accommodate their relations with governments and with
employers nationally to this end. It is scarcely surprising, then,
that the pressures toward cavtion and conservatism are normally so
powerful"” (page 82). This is a wvital point to remember in the
argurment over African trade unions in South Africa.

The central part of the book is an analysis of the social causes
of industrial conflict. Here he quotes with approval the following
opinion: "The industrial worker, for the most part, works harder
than he likes at tasks which are frequently arduous, usually mono-
tonous, and sometimes dangerous. On the job he is nearly always
subject to the direction of higher authority. His income is seldom
sufficient to cover what he thinks his needs demand. The natural
state of the industrial worker, therefore, is one of discontent.”
(page 125)

The most surprising thing about strikes is that anybody should
be suprised that they occur. Hyman concludes with an invaluable
chapter whirh considers the way in which "public opinion" is
soclally produced. He points out how the creation of anti-
worker public opinion is made easier by the fact that, "since
strikes involve initiative by the workers involved, the natural
assumption is that they must be the aggressors" (page 165). This
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chapter is particularly important for an understanding of the
behaviour of the press in Britain (and in Scuth Africa) towards the
recent miners' strike.

Hyman ends with a discussion of the attempts to suppress
strikes, and comments "while action against strikes is pursued as
a means of securing a more compliant labour force, it is more
likely to create a body of resentful employees whose resentment are
expressed in less overt and less manageable forms of conflict"
(page 168). South African employers please note.
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MICHAEL BURAWAY : THE COLOUR OF CLASS ON THE COPPER MINES

FROM AFRICAN ADVANCEMENT 70 ZAMBIANIZATION

EE;UEHSIT? OF ZAMBIA, INSTITUTE OF AFRICAN STUDIES, ZAMBIAN PAPERS NO. 7
LUSAXA 1972 (KZ,50 L1.44 121 pages)

Buraway believes that social scientists should be wary of stress-
ing the unigueness of events in developing countries. In this study he
attempts to show that Zambianization in the copper mines can be "....raised
out of its local context and viewed as a particular case of a more general
phenomenon - succession” (p.7). Since the major effect of Zembianization
is to replace white expatriates by blacx Zambians, there 1s a racial
dimensicn to the succession. Thils being the case, the study is also
intended to provide insights into the relationship between cless and colour.

Analysing the precess of Zambianization within the framework of
guccession proves fruitful and allows Buraway to escape the confines that
the issue of race too cften impcses. However, in building on this and
probing the relationship between class and colour the study 1is more suggest-
ive than it is complete. Another of Buraway's articles (Another Look at the
Minewnrker, African Sociel Research, December 1972) provides an important
complement to the book under review and I shall draw on it here,

r

Buraway sees Zambianization as a case of forced succession. A
concomitant of this is that many of the Zambians moving into new positions
have not received adequate formal training. This makes 1t difficult for
some of the new incumbents to assert the legitimacy of their succession.
However, what proves tc be more important are the numerous factors Buraway
iclentifies that perpetuate a myth of Zamblan incompetency. So whilst lack
of formal training is, in part, responsible for incompetency, these factors
give rise tc a self-fulfilling prophecy.

The interactinn betwenn whites and blacks in 7ambia is tainted by
that ~ountry's colonial heritage and the racism that went with it. Further-
more, the expatriate whites are the "victimg' of Zambianization. This has
meant that the process has been effected in such a fashion as never to
place a white under the authority of a black. In the case of the personnel
departments, the Zambianization has teken place in toto so eliminating the
poscibility of black authority over whites (apart from a small number of
secretaries who are whita).
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A Zambian shift boss or mine captain therefore has little assist-
ance from or interaction with his white counterparts, who are far from will-
ing participants in the process of Zambianization. 1In addition it would
seem that the level of competency amongst the expatriates themselves 1s
falling as they are recruited from abroad and their work situation is
unfamiliar to them. The loss of white political power precludes the use of
the harsh disciplinary measures employed in the colonial era. Whilst in
principle Zambianization would lead to the replacement of expatriates in
practice, job fragmentation and redefinition cof autheority means that new
expatriate positions are created.

The new Zambian erncumbent is therefore faced with a number of
influences that erode his authority. He is in many ways isolated from his
white counterparts therefore finding it difficult to draw on traditionel
lines of autheority. His promotion is very often disputed and resentec by
his compatriots. Furthermore, the mcrale of the white expatriates is
relatively low with little commitment to the companies or the country and
they are denied the previous modes of discipline. In these circumstances the
ironical situation arises where the Zambian can be seen as & harsher superior
than the whites. Finally, much of the formal authority previously attached
to more senior positions has been removed via job fragmentaticn. The
personnel departments being the most extreme example of this, their nature
having changed from that of an all pervading influence on the minars to what
amounts to glorified wage clerks.

This gives an all to brief an indication of the factors that lend
a self-fulfilling nature to the apparent incompetence of the Zambians who
are promoted. This myth of incompetency is important for Buraway's argument.
He suggests thet those promcted are in many senses not accepted by any of the
other groupings %P the mines - a et of circumstances cecnduclve toancomie

The other major influences on Zambianization are the attitucces of
the mining companies and the government. The companies have appeared
accommodating in their acceptance of the Zambianizetion programme and
nationalisation (the govermment has a 51% share in the minirg companies).
As indiceted, however, there is an element of window-dressing apparsnt in
the Zamblanization effected. Whilst top management in the Lusaks head
offlces has accepted the principle of Zambianization, its actual implement-
ation is largely carried out at mine level.

The technical difficulties and uncerteinties surrounding the
copper mines have given mine management & scarcity value and therefore
considerable autonomy by virtue of their particularised experience and
skills. Similar circumstances apply to many of the non-managament asxpatristes
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thus giving them an important bargaining position. The implementation of
Zerbhianization is, thoarefore, undartaken by fairly pewerful but not par-
ticularly enthusiastic agents, some of the results of this being indicated
atcve.

The government attitude to Zambianization is alsoc ambivalent.
Zambia reliez cn the copp2er industry for =bout 85% of its wvisible axports and
as much as B0% of goverrment revenue. They, therefore, see continued high
Jev2l productien as being of prime importance. This being the case,
government is not prepered to pursue actively a policy objective that it
haz been persuaded will be detrimental to production. This causes us to
return to the myth of Zambian incompetence.

The government has been prepared to accept that Zambian workers are
unproductive, prone to abszenteeism end undisciplined, and that these
tendencies have been on the increase since independence and the iniation of
Zambianization. Various reports, one by Prof. H. Turner for the Internation-
8l Labour Office, have purported to substantiate this. Buraway seriously
quastions this assumption. He provides a more detailed critique in his
article than in this bock (Another Look at the African Mineworker). He
correctly points out that the question of productivity heavily depends on
managemert assumptions and indices used, whilst absenteeism in turn
depends on what maragement define as zero absenteeism. Buraway disputes
one managemsnt finding by indicating that the facts of the matter were
the existence of faulty wheelbarrows , incorrect setting of work targets
and unduly long overtime shifts. Two reports on productivity contradict
those that indicate a decline. He shows that measures of absenteeism
present contradictory evidence. For instance the number of shifts has
heen increasad sn whilst the percentage of shifts lost through absenteeism
might have increased the actual number of shifts worked has increased.

If management demands more werk without incrzasing the reward then it
geems quite obvious that absenteeism will increase, but hours worked will
have also increased.

Buraway presents convincing evidence that the myth of Zambian
worker indolence and lack of discipline cannot be substantiated by the
evidence. Irn a comparison between the Zambian worker end his compatriots
glsewhere in Europe, Japan and America, regarding absenteeism and strike
action, the Zzmbian compares favoureably. The myth is a product of
management beliefs and this has been accepted by government, a point I
8hall return to.

This has affected the government attitude to the Mineworkers
frade Union. Established in 1949, the union proved a strong one, achieving
Buccesses in wage and African advancement negotiations in the 1850°'s.

Under government pressure union policy now ".... is to condemn strike
action, sbsenteeism, etc., and to exhort the membership to greater
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productivity™ (p.3). The union leadership has been "tamed” and militants
at branch level and those in UNIP who venture into labour relations

have had their activities curtalled by govermment. Workers no longer
perceive the union as effectively pursuing thelr interests.

Since the government 1s concerned with output and accepts
that indolence and lack of discipline on the part of the workers exists
and is detrimental to output, it intends the union to be & means of
reinforcing discipline and reising productivity. The nature of the
union changes froin an organisation concerned with labour problems to

one concerned with output, & concern shared by the companies and govern-
ment.

Government have also justified their pressure on the union
by pointing to the fact that the mineworkers are, relative to other
workers and peasants, a privileged group. Whilst this is true it can
only argue for wage constraints in this sector if this applies to all
privileged groups and what is more if it can be seen that such restraint
is benefiting the development effort in Zambia. Humanism, Zambia's form

of soclalism, must be seen to work for all, not just against the interests
of soma.

This raised the issue of class and colour. Buraway by no means
provides a complete analysis in the book and here I have drawn on the
article cited earlier. As I understand Buraway, he is contending that
an analysis of Zambiainization accepting race as the predominant factor
is to oversimplify and will prevent the identification of important
factors affecting its implementation and success. One has to take
cognisance of emerging class interests and their conflicting naturs.
However, in this situation what does one defire as a class interest?

The main 'actors' involved are the Zambian workers, the expatriates,

the mining companies, the union and goverrment. In additicn the mire
workers are a comparatively privileged group. A class presupposes

some relationship to the means of preocduction - in the simple case owner-
ship and non-ownership thereof - and some consciousness cof being a
class. In this case it would seem invalid to impuse a two-class madel.
However, it remains the relationship to the means of production and a

consclioueness which Buraway uses to characterise certailn intzrassts as
class interests.

At the risk of oversimplification, one could &ssess the
'actors' involved in terms of whether their actions, not their words,
indicated their interests to be in malntaining the essentials of ths
pre-independence economic structure or altering it. If the interests
lie in maintaining the structure then probably the easlest way of
viewing such'actors’ is that thay constitute part of the superstruclure
‘of the cepitalist class. 5So, for instance, whilst the expatristez do
not own the means of production, being part of the superstructure of
such ownarship their interests are best served by the maintenance of the
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existing economic system.

The Zambian government is an elite using the tactic of worker
chastisement in the mines, ostensibly to pursue the goal of a socilalist
developnent for Zambia. The union and party (UN I P') are instruments
to such an end. Accepting this would place them outside class interests
as a force attempting to transcend them. This is the formal stance
taken by the government. What Buraway tries to show is that actions often
belie this and that through the workers eyes the government 1s not
seen to be playing such a role.

To quote Buraway:

"Though we have not been able to guantify worker perspectives,
an exsmnination of the interviews and comments made by miners at work
le nd to the conclusion that the mineworkers may, though in rather less
sophisticated terms, perceive the main leadership, white management and
black government as three pillars of a corporate 'power elite' determined
to cxpluit and sap the workers of their energy in the pursuit of increased
profits to be used as much for their own private benefit as for the
desvelopment of the country.” (Anothsr Look at the Mineworker, p. 263).

rowing wealth disparities between black and black, lack of
determination in.implementing Zambianization, the uncritical acceptance
of the idle worker myth (so characteristically employed by owning classes)
and the calls for worker disciplire and increesed productivity - all
hese factors indicate emerging class interests in the black elite. 1In
addition the miners btegin to perceive class rather than race oppression.

The book (with the article forming an essential complement
‘o 1t) serves as a fascinating case study of the interaction of class
4 colovr. Buraway readily sccepts no complete analysis has been
rovided., His mojor, and important, contention is that to ignore the
ixistencz of class interests, be they difficult to define at this stage,
s to provide an incomplete analysis. Analysis that accapts government's
mle a3 en agent for develeopment will also tend te be uncritical of the
ssumptions of worker indolence and stress the cverall harmony of
Interests based on race rather than point to areas of conflict.

As Buraway says, it should not be the intention to "substitute
re ane-sided view for another”. The importance of Zambia's dependence
n copper and therefore worlc markets and the mining companies, - exceadingly
importent factors in perpetuating neo-colonism - must not be ignored.
‘nwever, a more complete understanding of the situation is what is
required to effect change since it is too easy to accept all-embracing
baraceas.

To quote Buraway:
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"In addition to the forces of 'neo-colonialism’ and ‘under-
development®', the vested interests of a ruling class obstructs the transfor-
mation of the economic base™ (p.117).

Whilst it would be wrong to draw too loose en analogy bet-
ween the situstion in South Africe and that analysed by Buraway in Zambia, it
is interesting to drew certain inferences. The most important seems to be thet
it is very often the position within the productive structure that defines a
group's interests so that race is used as as an idiom to protect those inter-
ests, rather than define them. Such an inference is double-edged. Firstly,
it implies that the racial composition of a union need not be the factor influ-
encing its polocies. For instance, if the position in South Africa has allcw-
ed Indians to attain more skilled jobs in some industries , the desire to
protect that position could be an important factor in their policy. Secondly,
however, and more important, is the need to be aware of those forces in order

to overcome them. Why 1s it necessary to overcome them? An answer tc this is
indicated by the Zamblen experience.

After the African Mine Workers' Union had been established
in 1948, the white unions perceived it as a threat to themsalves and tried to
take it over but failed. However, the union did not overcome the next hurdle.
The first important agreement for African advancement was signed in 1955 and
it led to & split in the union. Those workers who moved into better jobs for-
med an African Staff Assoclation which was recognised by the cempanies and
whose members received the new jobs created from that time on.

This certainly weakened worker solidarity end it is inte-
resting to speculate whether a strornger more unified union could have resisted
the post-independence governmsnt pressure. The very lesson of Buraway's
study is the importance nof class interests, therefore the weaker weorker solid-
arity, the more likely it is that class oppression will take place.

In South AFrica, liks Zambia, there is en unemployment
problem, which weakens the power of the unions and too often leads to thoze
who have jobs, trying to protect themselves against those who dec net., As ws
have seen, the Zamblan government used this as a justification for suppress
ing the Mineworkers' Union. However, they tended to look after their interests
ae an elite rather than to forcefully promote development in the country. So
the position remained as ever, that those closer tu the ownership of thes mears

of of production enjoyed the fruits thersof whilst the worker had bezn divided
and continued to be expleited.

Unionists in South Africa should remember that they repre-
sent the interests of all workers, not that of any privileged group. 7The more
divided the worker movement the longer it is subjected to class oppression.
This states the nature of the problem to be overcome and the importance of scl-
idarity but it by no means provides ell the enswers.
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Raca is pbviously important in Scuth Africa and there are
privilegad groups who are proctected either by legislation or their power. in
in the bargaining process. What has to be done is to probe deeper , for race

ispoften just a vell that has to be 1ifted in order to disclose the complex
forces at work. Just as neo-colonialism is a theorectical veil, the lifting
of which is necded to truly comprehend the obstacles that they have to over-

Buraway's book seems to bring home once again that move-
ments - +trade unionism, independence, revolution - are not automatically
"good* things. They are "good” insofar as they are understood and operate
in g particular situation. It is uncritical acceptance that so often turns
these movements against the interests of those they were designed to assist.
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I.I.E. NEWS

STUDENT ENROLMENT

When late enrolment finally closed 139 students had
registered for the course. This is higher than our target
figure, but, in any event, as is normal with a correspondence
course, we ex¥pect that there will be a relatively high drop-out
rate. We have not insisted on any entry qualifications this
year. In fact most of our students have a relatively high level
of formal education. 75% reached Standard 5 or higher at school.
About 40% have standard 8 or higher. Most of our students are
younger workers. About 50% are under 30, but there are students
in all age brackets. Nearly 90% of our students are men.

As is to be expected, the industries most represented
are those with organised unions. 18 of our students are full-
time employees of worker organisations. The largest number cof

students are from the textile industry, followed by metal,
transport, chemical and furniture.

SEMINARS

We have decided to supplement our quarterly weekend
seminars with regular Saturday seminars to discuss problems in
the workbook for that fortnight. We hope that this will over-

come some of the difficulties inherent in correspondence
tuition.

REGICNAL ADVISORY PANELS

The I.I.E. is going ahead with plans to offer its
courses on a nationwide basis from next year. James Polley and
Johann Maree, both members of staff at the University of Cape
Town, have agreed to initiate a Cape Regional Advisory Panel.
Michael Nupen, acting head of the Department of Political
Studies at the University of the Witwatersrand, will set up an
Academic Advisory Panel in Johannesburg. The Johannesburg-based
Urban Training Project also co-operates with the I.I.E.
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PASS RAID

On Thursday, 9th May, the I.I.E. offices were entered
by 8 officials of the Bantu Administration Department. Two
arrests were made. Mrs.Makoape and Mrs. Dhlamini were released
on kail later in the day, and have since appeared in Court
charged with "failing to produce a reference book". The Trial .
is proceeding. Apart from its effect on the two victims, the
Trial has also had a disruptive effect on our office routine.
Two officials of the neighbouring Textile Workers Union were
arrested at the same time, but they were released later in the
day without being charged.

STAFF

After a brief stint as Managing Editor of this
Bulletin, John Copelyn has left the I.I.E. to join the staff of

the Textile Workers Union. He has been replaced by Linda Ensor,
a graduate of Natal University.
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