ETIN

December 1999

N




hHopstewarc

Tel: (011) 339-4911 Fax: (011) 339-2281
ighth Floor, Cosatu House, 1 Leyds Street, Braamfontein PO Box 1019, Johannesburg, 200

SUBSCRIPTION FORM

(Subscription rates for one year, ten editions)

Name:

Address:

Postal code: Country:

Tel No: Fax No: e-mail: \

Post completed form and payment to:
The Shopsteward

P.O.Box 1019
JOHANNESBURG
2000
SOUTH AFRICA FOREIGN SUBSCRIPTIONS
Workers and students R35.00 AIRMAIL
Salaried Employees R42.00 Southern Africa R230.00/
CBOs & NGOs R60.00 Other countries R345.00
Institutions Ré3.00 SURFACE MAIL
Companies R70.00 All countries R140.00 |

Cheques and postal orders to be made payable to Cosatu, Queries: contactYolande
Africa at the above phone/fax number or e-mail: yolanda@cosatu.org.za



'he days of struggle are not over — certainly
inthe Bulletn Itis a struggle, every year, to
ensure that we can continue to sell the Bulfetin
below cost 10 workers and unions. We also
struggle 1o survive 1n an environment where only
o of the many independent publications have
made t.

Well, we've managed 1o do It again this
year, thanks 1o a number of organisations and
people. Firstly, thanks to our sponsors: FES,
the Department of Labour, Entraide et
Fraternite and the American Center for
International Labor Solidarity. Through their
sponsored columns, the NPI and Nediac have
helped ensure thal the Builotin becomes
increasingly self sufficient.

I must also give a special thanks to Adrian
Amott (of First Rand) and Ann Weisz (of
Southern Negotiated Retirement Fund
Services) who responded to my call for
financial help, and have placed an advert and
an advertorial in this edition. The advertorial
outlines Southern’s crucial work in locating
ex-mineworkers and paying a special bonus to
those who qualy I'm going to be v:atching
how the praject unfolds. Southern Negatiated
Retirement Fund Services also stand out as
the only company who responded to our call
for financial assistance — thus showing their
commitment 1o empowering workers and
supporting labour projects.

Uaianists and labour activists at the Sigtur
conference emphasised that the phrase
‘workers of the word unite, Is as important as
ever, This edition focuses on the Sigtur
conference, attended by 121 delegates from
10 countries. The range of articles cover what

editorial notes

happened al the conference, whal delegates
thought, conditions facing unions i ather
countries, and how internationalism is being
built

Most sobering, are commenis made by
visiting unionists to South Africa — Arokia Dass
Victor told me 'I was involved in the 1991
nitiative, | saw COSATU then and was
encouraged by their spint Now | see that the
enthusiasm 1s no longer here... When you lose
your spirit, you lose the soul of your struggle.”
Hopefully the conference has rarsed unionsts’
and labour actvists’ energy and enthusiasm to
continue lo debate new 1ssues, build
organisation and put forward a progressive
wvision of a more humane world

Lastly, we will be increasing the Bullefin
subscription rates for next year in line with
increases in printing and other costs
Fortunately, we are able to keep our ncreases.
n line wath nfiation, which comes back to
thanking our sponsors for enabling us to do
sa.

Tanya van Meels
Editor
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redeye

You can run...

REDEYE has always had a soft spot for
underdogs. REDEYE's favourite is Cuba,
especially when it is up against the US and the
multinationals, Recently REDEYE found a
Cuban website, called Granma International
{www granma.cu).

From it, REDEYE would like 1o 1ake up the
following:

Rock Around the Blockade, which
campaligns in solidarity with Cuba, has
launched a Boycott Bacardi campaign to
highlight the attempts by Bacardi to undermine
Cuba.

Since fleeing Cuba, Bacardr's lawyers have
helped draft the Helms-Burton Act that
tightens the US's blockade of Cuba. The
blockade prevents the sale of food and
medicings to Cuba and threatens other
countres If they trade with Cuba.

Bacard has also apparently resorted to
stealing the trademark of the real Cuban rum,
Havana Club. The owners of the trademark
have registered it in the US 1o prevent its use
by other companles. Yet Bacardi uses it under
a new American law, written specifically for
Bacard, which contravenes international trade
law.

The makers of Havana Club believe that
Bacardi Is alrald of the competition
represented by Cuban rum. Havana Club’s

brothel and casino for US playboys, the Mafia
and a rich Cuban elite. While Bacardh

assets worth millions, the majonty of Cuba's
population —including Bacardi's own sugar
workers — lived in shacks without running
‘water or eleciricity with unemployment and
iteracy rife.

This campaign builds on the success of
similar campaigns against other multinationals
Involved In Inhumane activities, such as that
against Nestlé for promoting powdered baby
milk in underdeveloped countries and that
against Shell for its involvement in atrocities
commitied against the Ogoni people in
Nigeria. These campaigns attracted worldwide
support and forced the companies involved to
reconsider their policies.”

The campaign alms to threaten Bacard'’s
profits and force them to get off Cuba's back.
REDEYE won't be buying any Bacardi
products, and will nat go to Bacardt bars, clubs
and shops.

REDEYE echoes the call by Granma
International: 'Don't drink Bacardi — it will leave
a bad taste in your mouthl

BUT YOU CAN'T HIDE!
In 1his issue, there s an article on the ..

signed by the Union of
Australia (MUA) and the local transport unlons.
The agresment links the unlons

sales bring h: hard cy into
the Guban economy.

The Boycott Bacard] campalgn also
exposes the lies behind Bacardl adverlising It
falsoly depicts the Cuba of the ‘405 and '50s

REDEYE wants to warn the chicken run to
Australla, especlally those running away from
South Alrican trade unions, workers and their
work ethic. SATAWU and TGWU will now have
ap and a partner in Perth and

as a place ol glamour and
However, pre-revolullonary Havana was a

Framanlls‘ So beware, you can run...

4
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inflation

Inflation monitor: September - October 1999

Consumer Price Index 1999 Annual rate of inflation 1959

({Base:1995 = 100%)

Source: Stanstics South Africa

%6 Increase over one year)

Area Septembrr October September October
Cape Peninsula 130,89 1308 11 13
Port Elizabeth 129.8 129,4 0.5 0,7
East London 134,7 134,5 23 27
Kimberley 1334 1331 24 23
Bloemfontein 1305 1304 04 08
Goldfields 1294 1290 48 5.0
Durban/Pinetown 1335 133,3 20 2,5
Pietermantzburg 1314 130,9 28 29
Klerksdorp 126.9 126,7 0.6 08
Pretona 131.4 1312 20 21
Witwatersrand 131.7 1314 1.8 20
Nelsprun 1322 1320 17 22
Pietersburg 127.7 127,5 -0.8

South Africa 1316 131,4 17

CENTRE FOR

UNIVERSITY OF

« Coflectve bargainng
Atncan

« Mznagng industral acuon

Role piayers in industnal relabons

2
3 Traring and Develcpment
4 Human Retations

BUSINESS SOUTH AFRICA
MANAGEMENT
COURSE IN LABOUR RELATIONS PROGRAMME [N KUMAK RESOURCE ADVANCED PROGRAMME IN HUMAN
MANAGEMENT MANAGEMENT RESOURCE MANAGEMENT
Two modules Four modules Four modules
it ey i : e
Amacroperspecive tndustnal Retatons Management and Intematcnal Human

Resource Management
2 Organsatona Beraviour and

* The South RA Renewal
* Trada unions and emplayer's 3 Research Methodol
organisavans 4 Research Project in Human Alesourca
2 Labour Relanons Management Management
A microperspecive
+ A systems approach to tadour
retatons
« Worker partcpaton and
communicazen
* Confict management and
. negotatons Reglstration requirements:

Acentficata n Human Resoures
Management from Un=sa of an equrvalent

Senxx certficate or expenence Senior certficats or expenence qualificaton
Ouration: § months. Duration. 12 months Duration. 18 mont
102; 1506 - 28102 Final reglstration date: 2802
FOR FURTHER DETAILS CONTACT
Tel: (012) page- hip www unisa
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THE LAW AT WORK

isclosure of |

information

Thc LRA grants unions a number of
organisational rights. One of these
rights (found in Section 16 of the
LRA) is the union's right to informaticn
during consultation or collective
bargaining. Section 16 tries to balance
unions' needs for relevant information (to
fulfil their functions) with employers’
needs to keep information seeret.
In this article we discuss:
Q how Section 16 of the LRA is being
applied in practice;
Q how trade unions can their

Henry Ngcobo and Nikki
Howard sbow bow unions can
strengthen their position in
disputes relating to the
disclosure of information.

Unions and employ think
that they need full disclosure of
information in order to assess their own

position 1n disputes relating to the
disclosure of information, particulacly in
the context of collective bargaining and
proposed retrenchments

Section 16

Sections 16(2) and (3) of the LRA require

an employer to disclose to a trade union

all relevant information that will allow the

trade union to.

Q cffectively perform the functions of
shopstewards;

Q engage effectively in consultation or
collective bargaining.

If employers and unions are to engage in a

realistic, intelligent 2nd informed basis

they must have factual information,
Unions and employers often contest

what and how much information is

needed for intelligent collective

and the 'S ition.On
the other hand, many employers consider
i of ion as ing their

privacy and prerogative. These different
views are evident in disputes about
whether an employer should be

lled to disclose p
information.

Relevant information

It is very imporant to look at the
‘relevance’ of the information that the
union wants, because a union is only
entitled to relevant information.

‘When an adjudicator (for example, a
judge/arbitrator/commissioner) decides
whether information is relevant or aot,
hie/she will ook at what the union wants
the information for. The adjudicator will
use an objective test to decide swhether
information is celevant or aot.In

Column cont ed by Cheadle, Thompson and Haysom

6
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SACCAWU and others v Pep Stores (1998)
19 ILJ 1226 (LC) 1237D E, Judge Landman
held that ‘relevance... s dicectly

THE LAW AT WORK

informaton they want will be relevant to
the issuc they are negotiaung or

to the purpose of disclosure The purpose
far which the disclosure of the
is i will ermine
whether or not certain information is
relevant or irrelevant. In this case the
sudge rejected an argument by the union
that the information is relevant if the pacty
requesting it thinks that it will be relevant
Relevant information includes
QA the information the employer has
considered in putting forward its
proposals,
O the information that would enable the
union to develop its own alternatives.
[n NUMSA and others v Comark

< fting on The problem with this
approach is that at 1» often extremely
didficult for 2 union to prove that the
information is relevant when the union
does not have the information in fts
possesson

Before requesting information, unions,
should ideaufy what they want ta achieve
in performing their functions in a pren
situation (For example, the union may
decide it needs the mformauon to look for
alternanves to retrenching, or it may
decide that it aeeds the information o
check whether the company really s
m:}.mg aloss) Once the union has

its oby it will be easier to

(Pry) L1d, (1997) 18 ILJ 516 (LO), Judge
Mlambo expressed the view xh:u in order

idenufy what mform:mon 1t needs
Because a union has to prove that the

10 enable employ 0
Mifil their duty of set.kxm. alternanves
through meaningful and effective
consultation, it is necessary that they be
gn:n an opporunity to consider.,
which, in the employer's
view, suggests that there are no
alternatives to retcenchment,

O other information which the employer
has not considered to be relevant but
which might well be.

The unijon must prove that the

information they are requesting is relevant

to the issuc that they are ¢ il on or

it wants 1s relevant, it 1s
mportant for the union to clearly motivate
why it needs the information to perform
its functions In order to do this, the union
must the
the information it wants and the function
it is performing 1f the employer refuses 1o
disclose the informaton requested on the
basss that it is irrelevant, the union should
request a detailed motvation as to why
the information is irrefevant

‘The importance of making the

ion b the i

negotiating It is not enough to establish
that the information may be relevant to
the issues (NUMSA/Nissan South Africa
Manufacturers (Pry) Ltd [1999] 4 BALR
494 AMMSA) at S01G-D.
In the NUMSA/Nissan South Africa
case, the held
that the party demanding the information
must prove that the information they svant
is relevant. This means that the union or
employees usually have to prove,on a
balance of probabilities, that the

and the purpose for which it is
required is illustrated by the judgments in
a number of Labour Court cases.The
Labour Court has held that an employer
does not have to disclose financial
information 1if the employer says that it is
retrenching - but not for financial reasons
In Hendry v Adcock Ingram (1998) 19
11] 85 (LO), Judge Revelas J found that.'If
the respondent can show that by cutting
operational costs and excluding some of
its business areas, it can make berter
profits instead of losses, I do nat see the

Vol 22 Number 6 December 1999



THE LAW AT WORK

need for furnishing other written
information relating to the financial
justification, for example financial reports
and the like! (at 93C-D)

In Upusa v Grinaker Duraset, (1998) 19
ILJ 107 (LC) Acting Judge Grogan stated.
‘When asked to explain the relevance that
such a figure [the respondent’s bank
balance] would have had, he [the
that

s
the respondent could not have fairly
retrenched if it had reserves of ‘millions’.
But that is not the test svhieee the
employer does not plead poverty - which
the respondent never did in this case.As

become

needs a company’s financial statements to
assess what severance packages a
compaaqy can pay, than if it says it needs
the company's financial statements to
consult on retrenchments.

Unions must therefore clearly define
exactly what they need the specific
information for, if they are going to prove
that the information they need is relevant.
1t is harder to determine relevance where
the problem/purpose is not well defined,
or where the parties believe that there are
different causes to the problem.

Information and

mentioned above, its explanation was retrenchments
simply that the retrenchees’ positions had Section 189 of the LRA states that certain
due toa ion of must be when an
one or

work! @t 117D- )

InVan Rensburg v Austen Safe Co
(1998) 18 11§ 158 (LC), Revelas J again
found that:'The applicaat’s post became
redundant as a result of a change in
business focus, not because the

Je was it That
was never the respondent’s case.
Thercfore the respondent is not obliged 10
provide the applicant with an explanation
as to its business errors in the past’ (at
169F)

These cases look at the reasons for the
retrenchment when deciding whether the

that the union wiLs

ploy
more employees for reasons based on
operational requirements.The first step to
follow is consultation. During the
consultation the parties must attempt to
reach agreement on a number of issues
that are listed in Section 189(2).
It is abvlous that there cannot be

over if
one of the parties does not have all the
facts. In the retrenchment context, the
union or the employees will not be able to
make ratdonal proposals or formulate
alternatives, unless they have sufficient

relevant. In these cases the financial
Iinformation may have been relevant to:

o assess or challenge the
's In of
this fact, Section 189(3) requirces an

0 the pany’s ability to I
alternatives the union wanted to
propose;

Q the severance packages the employer
was in a position to pay.

Ifunions make clear what nformation

they need and why they need the

information, it will be more difficult for
employers to claim that the Information is
irrelevant. For example, a union would be

En a stronger position if it says that it

to supply in writing all relevant

informatlon, which must Include but {s not

limited to:

Q the reasons for the proposed dismissals;

Q the alternatives considered by the
employer;

Q the reasons why such alternatives
cannot be used;

O the number of employees and the
number of employment categories to be
affected;

8
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THE LAW AT WORK

Employers do not often want to disclose information that the union wants.

O the proposed methods of sclecting
retrenchees;
Q any assi which the

that the retrenchments are in fact not
necessary, and may involve disclosure of

or an i P
proposes to give the retrenched audit.
employees;
Q the ility of future ploy No disclosure
of employees who are being Even if i is relevant, sub-S
retrenched. 16(5) of the LRA provides that an
p often app h the employer is not required to disclose

of this information in checklist style,
making empty statements on each of the
issues on which they have to disclose

wnformation which’
D is legally privileged;
0 if disclosed, might contravene a

This app T an
attitude of minimal compliance. Employers
are often mainly concerned with setting
up a record that on the face of it appears
to be in compliance with the LRA but is
meaningless in substance.

" The union can ask the employer to
disclose more information on why it is
proposing the dismissals — the union may
ask the employer to substantiate the
reasons it has given for the proposed
dismissals.This may amount to evidence

s Je on the

by law or an order of court;
Q 1s confidential and, if disclosed, may
ial harm to the

cause
or employee;

Q is private persona! information about an
employee, unless the employee
consents to disclosure.

Section 16 therefore recognises that total

e of ial i i

could damage the employer’s enterprise,

the union and its members, and/or the

Vof 23 Number 6 December 1999



THE LAW AT WORK

relationship becween the union and the
employer. However, this does not mean
that all confidential information cannot be
disclosed

In terms of Section 16(4), if the
information the employer is required to
disclose is confidentil, the employer must
inform the union in writing that the
information is confidential This is to alert
the union to the fact that the information
must not be disclosed to outside parties
Employers often appear to belicve that all
they have to do is claim that the
information is confidential to avoid having
to disclose the information to the union or
employces. But, if the employer 15 to justify
nondisclosurc, it must go further. The
employer must also prove that the
disclosure will cause substantial harm to it
or an employee. Harm to a third party
does not qualify as a justification for
non-disclosure.

Employers often claim that they do not
have to disclose information because the
i is 1If the employ

refuses to disclose information on this

ground, the union should demand that the

employer explain fully:

QO why the information is confidential;

O what substantial harm will be caused by
disclosing the information.

Disputes

‘When a trade union requests information,
an employer will often refuse to disclose
the information on the grounds that the
information the union wants is not
relevant or is confidential.

If a dispute arises as to what
information should be disclosed the
dispute may be referred to the CCMA.The
'CCMA must attempt to conciliate the
dispute but if this fils the dispute may be
referred to arbitration.

The commissioner hearing the dispute
must first decide whether the information
requested is relevant or not. If the
information is relevant and the employer
claims that he/she by law does not have to
disclose the information, the

Identity your objective/ purpose.

identify the information you need to
perform your functions,

Work out why the Information is relevant
to what you are doing.

Ask for the information as soon as
possitle.

Motivate why you need the is

o oo

[=}

Checklist for information disclosure

ask the employer 1o explain it or consult
experts appointed by the union.

il the employer refuses to disclose
Infarmation ask for a detailed written
explanation why he/she will not disclosa
the Information,

H the employer claims that the

o

o

co

If you do not knaw what information the
employer has, ask for all the

is ask him/her
to explain in writing why the Infarmation
\ .

relating to the issue.

Request the Information In writing or

confitm a verbal request In writing.

O When you get the information, read it
and check whether you have all the
information you need.

a

s and what harm
wllt be caused to the employer or to
an employee if the informatlon is
disclosed.

O 1fihe employer refuses 1o disclose the
Information you requested, immediately
refer the dispute to the CCMA or follow

Q Ifyou need more Information, the procedure in a collactive bargalning
Immediately ask for it. agreement refating to disputes about
Q 'you do not the Inf
10
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Ditsela facilitates a course on ii

THE LAW AT WORK

skills for

commissioner must then proceed to the
next stage of the enquiry The employer
has to prove that he/she does not have to
disclose the information because the
information falls into a protected category
(that s a category of Section 16(5))

But the enquiry will not end if the
employer proves that the information is

and that its discl will

cause

perform its functions properly

Do not delay

Untons should be extremely wary of using
the process of requesting informauon as a
delaying tactic. The Labour Court and the
Labour Appeal Court, have on numerous
occasions made it clear that they will not
be sympathetic to trade unions and

harm.The
still has to weigh up the harm to the
employer or employee against the harm
that the failure to disclose is likely to cause
to the union's abiity to perform its
function: terms of the LRA. If the
commissioner decides the balance of harm
favours disclosure, he or she may order the
disclosure on terms that lunit the harm

In summary, to rely on as

ploy who do not engage in
negotiation and consultation processes.
with employers 1n good faith In such

the I often i

its retrenchment programme without
consulting the union or employees, and
the courts have found the employers
conduct here, to be fair in the
circumstances

a basis of non-disclosure, the employer
‘must establish:
O that the information 1s confidential,
Q that its will cause

This article draws beavily on materfal that
Nikkei Howard bad developed for the Ditsela
course on information skills for

harm to the emplayer or an employee;

Henry Ngcobo is a candidate
attorney at Cheadic Thompson & Haysom

Q that the harm of £h
the harm to the union if it is unable to

y's Nikki Howard is an attorney at
Cheadte Thompson & Haysom Attorseys

Vol 23 Number 6 December 1993



Mineworkers Provident Fund

special bonus project

he Mincworkers Provident Fund is

The largest defined contribution

provident fund in South Africa
(outside of the public sector) in terms of
the number of members under
administration. It was one of the first
industry funds to be negatiated in South
Africa - prior to legislation regulating that
boards of trustees should have member
representation. The Fund has 10 twustees -
NUM appoints five and the Chamber of
Mines appoints five.

Until its establishment in 1989, the
majority of miners - mostly ‘unskilled’ or
semiskilled - lacked any substantial
retirement fund cover. Today, the
Mincworkers Provident Fund has assets in
excess of R3,7-billion! The average benefit
accumulated in the fund has grown from
approximately R7 000 a few years ago to
over R20 000 today.

Special bonus

‘As a policy-holder of Old Mutual, the Fund
‘was recently awarded an amount of

29 187 000 Old Mutual shares. The Fund's
trustees decided to sell these shares on the
listing date (12 July 1999).The trustees also
decided to allocate the value of the ‘free
sharcs'to all Fund members who were in
service (that is employed) on 31 December
1997.(Old Mutual allocated shares hased on
the Fund's assets on that date,) The trustees’

by Ann Weisz

decisions mean the Fund's members (ho

qualify) will receive a special bonus from the

profit that the Fund made from the free

shares. The Fund received R323 362 749

from selling the shares!

‘The trustees carefully considered:

O how to equitably distribute the
proceeds of the sale;

O which members qualified for the
special boaus.

The trustees consulted the Fund's actuary,

attorneys and consultants before making 3

decision on these issues.

Qualifying members

The trustees decided that the following
categorics of people can share the special
bonus:

Current members
All members who were in force (that is had
money in the Fund) and paid-up on the 31
December 1997 could shace in the proceeds
of the special bonus. This includes people
who have lefi the Fund since 31 December
1997 and 30 June 1999.

Members who are still in-service
members will not be pald their special
bonus amount in cash - Instead the Fund

dﬁb SOUTHERN NEGOTIATED RETIREMENT FUND SERVICES

12

5A Labour Bulletin



wlf add the value of
the special bonus
amount ta cach -
service members’
benefit in the Fund The
reason for this s that it
wsillegal for the Fund to
pay members cash
unless the members
terminate their service
with their employer
and the Fund benefits
become payable 1n
terms of the rules of
the Fund The actual
amount allocated per
active member wall be
shown on the benefit
statement for all in-force members.

People who are currently members of
the Fund, but who only jomned the Fund
after 31 December 1997, wall also qualify
for a minimum allocauon

ADVERTORIAL

3
H
"

Southern Life’s dedicated administration team.

Untraced/unpatd members

‘The Fund will pay the special bonus to all
former members who had benefits left or
unclamed 1n the Tund on 31 December
1997

Resignations,
retrenchments and
dismissals

The Fund sill pay all
members who had left
the service of their
employ er before 31

If yott were or are a member of the
Mineworkers Provident Fund you may
qualify for a special bonus. Read this article
to see whether you qualify and who to
contact with any questions or claims.

December 1997 but had
not yet been paid their benefits from the
Fund For example, people who fell within
the six month waiting period for payment,
according to the Fund's rules

Deatbs

The Fund will pay the beneficiaries of
those who had died before 31 December
"1997 but had not yet been paid by the
Fund (the death had to have been
reporied before 31 December 1997) The
Fund wll also pay for special bonuses in
respect of deaths occurring between 31
December 1997 and 30 June 1999.

Special bonus administration

team

Payment of the special bonus amount
an i ini

challenge to the administrators of the

Fund - Southern Negotiated Retirement

Fund Services (a division in the First Rand

Group) for a number of reasons

Q a lengthy time period has elapsed since
December 1997 - this makes it very
difficult to trace and pay members who
left the Fund but still qualify for the
special bonus;

0 about 120 000 members left the Fund
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as a result of the mass retrenchments
taking place in the mining industey ~
this is a very large number of peaple to
trace and pay and requires resources
and good administration;

Q finance
O senior management.

‘The professional administration team wil
be using the latest technology and the best
tracing skills 10 complete the project

Q 50% of exited i hve is ing large
in Lesotho, ique and to the project, i ing flying.
‘The Fund's administrators do not have people to neighbouring countrics to trace
records of the exited members” home exited b It will also get

addresses - the Fund only has details of
the member’s identity, the member’s
specific employer, how long he/she had
‘worked for,and other aspects relating to
employment. In many instances, the
employer does not have accumte up-to-
date records of the members’ home
addresses. This makes 1t very difficult to
tree exited members

‘The Fund has therefore formed a dedicated

administration project team to focus

y on these chal
ll.'ls established a dedicated team of 12
‘whose mission is“To

effectively, efficiently and correctly pay over
120 000 members or beneficiaries with the
special bonus amount within a six month
period commencing January 2000.The
administration team consists of.

O 1 experienced manager

Q 1 finance specialist

Q 10 administrators.

The back office team consists of.

O marketing

Q systems support

from NUM, the Chamber of Mines and
TEBA.

Ciaims and payment

‘The Fund intends tracing or locating all
the qualifying members.The qualifying
members must then complete a
questionnaire that will help the
administrators check whether the person
is n fact a qualifying member for the
special bonus amount.The Fund will not
pay any person whose identification is in
doubt and cannot be checked.
Qualifying members must be able to
provide detailed information relating to
their period in service as members of the
Mineworkers Provident Fund.Any person
claiming the special bonus from the
Fund must produce at least one of the
following documents to the Fund's
administrators:
Q mine card (Makulu shop);
Q benefit statement/member certificate;
O TEBA savings book;
Q payslip from mune.

Contact

People who have questians should contact the
administration team (Tel: (0861) 221-122).

The Fund will start making payments from
January 2000. The serior administration
manager to the Mineworkers Provident Fund
is Ms Yedwa Simelane (Tel: (011) 491-6447).

The dedicated adminlstration team Is
located at Ground Floor, Southern Lite
Contro, 45 Commissloner Street,
Johannesburg

ics (s

defined above) can choose whether ClILY

waat to be paid:

O by cheque;

Q by cash (as long as the person is no
longer a member of the Fundl);

O through TEBA;

Q by having moncy transferred into a
bank account

Ann Weisz fs the divisional bead of Soutbern

Vi Fund Services
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Dialogue of the
millenniun

abour internationally finds iself

Lunfmmcd by an apocaly ptic beast
with many different faces, names

and guises Unionists call this beast
‘plobalisation’,'neo-liberalism’, ‘structural
adjustment’,‘privatisation’,'mass
unemployment’. What these reflect s the
shuft from a‘nanonal/industral/colonial®
capitalism toward a ‘globatised/
computerised/service’ capitalism. This
process has deeply damaged and
disoriented the labour movement -

nationally, regionally, internationally.
Trade unions have scen therr

Unions and labour activists are
rethi g and re-strategising
at the international (or
regional) level to confront
globalisation and strengthen
organisation. Peter Waterman
analyses bow this is being done
and suggests ways to strengthen

internationalisni.

membership base reduced, divided,
indn idualised and dispersed Unionism
was once, and sometimes still is, a social

maovement,acting as a democratic force,

+ with an alternative vision of the world
But, in much of our contemporary world,

' Iabour is finding itself outflanked l|<:n: by

disonenung cffect on the mternational
trade umon organnations They had
chugged along quite satsfactonly - until a
globalised neo-iberalism ripped up the old
natonal rutway tracks They confined
xhcrmcl\cs to the traditional ideologres, or

the human rights, women's,
peace and other such new radical-
democratic and internationalist social

movements In other cases labour has secen

0 berslup and i

battles (particularly in the third world) Or

they buned themseh es 1n ritualised
lobbying and ittee work

a sij part of its i 1a:
b:uc fall into the hands of authontarnan
racist or religious

Traditional labour ideologies -
communism, social democracy and
populism (or radical-nanonalism) - are
declining along with the national/
industrial/colonial capitalism they
ongnally related to.

The crisis has had an even more

- ing with i i organs of
capital and/or state - that were then quite
prepared to do business with them

‘This sorry international scenario
continues for a large part today But over
the past two or three years we have begun
to see a revival of labour internauonally.
Or, rather, a revival of wnternational labour
and of labour internationalism Indeed, it
cven seems to be the case that untons are
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rethinking and re-strategising at the
international (or regional) level. It is those
parts of the lJabour movement most

electronic conference. It is open in
principle to anyone with the motivation
and the means (a computer with

involved in work at the i level,
or in international solidarity, that have
most seen the need for confronting and

‘web or email access). It began
in 1999 and it identified the following for
discussion:

a a and
The response can be found most Q law and unions;
immediately in a number of i to

labour conferences taking place in
1999-2000, as we move from one
millennium to another. The ficst is
represented by the Conference on
Organiscd Labour in the 21st Century
(COL21).1t is hosted by the ILO, and co-
sponsored by the ILO and the
International Confederation of Free Trade
Unions (ICFT1).

The second is a whole series of events
initiated by trade unions, socialist parties,
or left academics, These are new forces on
the international union scenc, mostly on
the geographical or political margins of
the traditional internationals. Here we find
the Conference of the Southern

QO unions and structural adjustment;
0O collective bargaining and social

workers;
O social protection;
Q recruitment and organising;
O political strategy (relations with parties
and NGOs);
O women;
Q youth;
Q union structures and services.
‘This agenda is ambutious and relevant.
Several hundred people have already
contributed, and many have

on Globalisation and Trade Union Rights
(Sigtur), hosted by the Congress of South
African Trade Unions (COSATU), October
25-29, 1999.

It is possible that a new kind of
internationalism will emerge out of one or
both of these types of events. This new kind
of internationalism would be one that:

Q returns to unions® social movement
origins;

Q and then adapts its sociat movement
origins to a new millennium and the

the value of
‘social clauses’ (in inter-state and global
trade agreements) to the labour

.The is, also
potentially limited by certain ideological,
institutional or even electronic
pammeters.

Ideological parameter

Five initinl declarations or analyses mark
the beginning of COL21.Two are by the
leaders of the convening organisations,
three by European Union labour

new world rder of a It and
computerised capitalism.
But this Is only possible if labou, left and
socialist activists respond critically to
these new developments and engage
energetically with/in them.

Which millenium?
COL21 is an internationad, trillngual,

‘With onc these
sutements confine themselves to:

Q the framework of liberal/social
democracy;

QO the existing international institutions of
labour representation (for example the
1ICFTU);

D the existing international institutions of
negotiation and aorm-setting (for

16
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example the ILO);

Q the existing formal process and
rituals for the advancement and
spread of labour representation,
negatiation, and norm setting
(collective bargaining, tripartusm,
legislation, development
co-operation, cte).

‘What comes out of the initial

declarations is some nation of a

Paradise (or paradigm?) Lost That

paradise is some 1970s model (or

myth) of Swedish or Dutch labour
relations. Yet even this mode) was
national and could not be applied in
other parts of the world It also, of
course, left Iabour and society without
relevant weapons 1o face the beast of
neo-iberalism when it struck.

The exception amongst COL21's
five limited opening statements is the
input made by Richard Hyman,a
British socialist professor of tndustrial
relations. His point of reference and
address is the labour movement rather
than industrial peace, development or
triparusm. He seeks soluuons within the
labour movement jtself and 1ts allies to the
global ¢rises His central argument 1s that
Iabour needs to begin a nesw battle of
ideas Labour can do this by entenng the
institutional/ideological terrain of the new

Peter Waterman.

and other differences)

Hyman reconnects the present and
future uniomism to its origins, and to a
broader socal and international history
Hyman's is a welcome voice But has he
posted 1t to the right address? Will it be
heard and discussed within a forum
hosted by the ILO, and sponsored by the
1LO and the ICFTU?

and their
conmdlmons. and bending them to
worker interests He proposes a new
labour project, which addresscs®
O flexibility (for, not of, the labour force),

J:
Both the ILO and the ICFTU are suffering
something of an idenury crisis, This is a
result of the revolution within capitalism
that tends to undermine and/or

O security (of 1y )
Q opportunity (for personal
advancement),

0 demacracy (its extension to the
‘workplace and its generalisation);

QO community (thase amongst whom
workers live or identity with),

Q solidarity (a new solidarity that
recognises and values national, cultural

them Both the ILO and the
ICFTU are products of the national/
industril/colonial stage of capitalist
development. Both were products of
massive nter)national social movements,
conflicts and consequent world wars.They
could also be seen as having offered a
cosmopolitan, reformist :lnd successful

to the Ce
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and revolutionism But both the ICFTU and
the ILO are literally international in the
sense of their constituents being defined
in terms of nation-state identity. Jointly
these institutions have expressed a liberal-
and-social-democratic project of bipartite
or tripartite labour relations.
The ILO and ICFTU were

analysis, based on some 48 contributions,
spread over four days in late-August,
revealed the following: 43 were from core
capitalist countries, mostly North
American; 44 were from males; 25 were
from union activists or employees and 25
from academics (the last ©vo being often
i ies); 12 were from

in different ways, during the United
Nations-sponsored Social Sumait of 1995
The ICFTU found itself defined as one
NGO amongst many, rather than the
privileged representative of the poor. It
was reduced to publicly arguing that the
event should have been run by the ILO, o
on ILO lines.This would have put labour
proudly on the podium, as a partner of
capital ana state, dominating the ‘single
issue’ NGOs. Yet since the ICFTU is, for
40% of its activity, dependent on the same
Western state-controlled funding as the
development NGOs, it should surely be
discussing such issues amongst them,
rather than preaching from on high.

Given all the above, it seems reasonable
to speculate that the ICFTU and 1LO are
jointly concerned to restore their 20th
centucy organisations as the central
international institutions of labour
P i and
norm-setting for the 21st century. They do
not scem to question whether they should
be rednventing themselves for the new
millennium,

Communicational parameter
Participation in COL21, after just a week

pro-labour NGOs; 16 appeared more
oriented toward collective bargaining; 26
were concerned with international labour
1ssues,

It would be easy to dismiss such
participation, as limited to the usual
suspects. ] prefer to take note of it as

the open and i
naturc of the event, whilst stressing its
radical potential, This hies in the number of
lified, yed and

lied

concerned with the future of labour under
iti of isati the
marginal presence of women and people
from the capitalist periphery, is not the
end of the story.This is not, afier all, an
election - it is a discussion and even,
possibly, a dialogue. We could end up with
a lat of white, northern, pro-labour
academic guys talking to cach other
(nboux the implications of globalisation for
ype labour and
lhcn' European or international
projection), But the weight readers accord
a particular contribution is not
cd by its

its perceived relevance.

‘We have yet to see how the ILO *

y but by

or so in August 1999, was i L in
terms of numbers (462 signed up, almost
100 introductions/contributions). It was
also in terms of resp

and uses the contributions.
This forum is, after all, created for the
purposcs of the sponsors. But the iniial

and back Thad
the response to be strongly skewed
toward the US and UK, and the usual
on-line suspects - young, white, male,

par is g more radical
than these bodles have demonstrated
themselves to be.And the parameters of an
electronic forum are more open than
those of an academic or trade union

or
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contnbutions, indeed whole discussions,
could, in principle be reproduced n some
more activist-oricated weh page

Which dialogue?

" Now,there has been a flood of achvist-

oriented labour conferences on

globalisauon, planned esther for the end of
the old millennium or the beginning of the
new 1 have identified several, which have
taken place, are taking place, or arc expected
to take place,in Brazil, the US (two), South
Korea and Bangladesh, as well as in South
Afnca stself, We wall have to awwut reports
and analyses of their outcomes before we
«can compare and contrast. But the fact of
their occurrence, their overhpping
sponsorship and participauon, thewr
frequently overlapping agendas, and their
networking ongin or mode of operation, all
suggest that the movement is beng put back

(ITSs) A Southern ‘sdentity’, moreover - a
tecognition of the South as a focus of
labour exploitation and resistance,
affecting all workers - was urged on
unsons outside any geographical or social
South The initiative was considered
complementary to, not compet newith,
the established international unions ‘st
creares space and meets needs'.

The agenda was iself innovatory, with
the i ion to focus on ¢ to
relevant action by participant unions
within a speeific time pepod The st full
day highlighted an Austeahan (and
international) campaign agmnst the
mning multinational, Rio Tanto, that also
involved communitses, the human-rights
and ecological mavements The secend
day dealt mainly with workplace and
national umon responses to the affects of

in terms of

into the i

conferences include.

Q The 2nd World Meeting Against
Globalisation and Neo-ltberalism,
organised September 1999 by Brazil's
major trade union centre, the Central
Unica dos Trabzhadores (CUT)

Q The Open World Conference in Defence
of Trade Union and

Iabour The

to regain reach out o
new types of workers and to relevant
communities The third day concentrated
on building plobal uniorusm’, as

by a co-op
signed on the spot between the unions
cavering twa ports with a recent history
of solidarity (Durban, South Africa ang

Democratic Rights 10 be hetd February
2000 in San Francisco
s} ,in Seoul,

8 ia) It also
proposed a common internationa) May
Day for the year 2000 (quite a challenge

1999, the second such international

labour communication conference/

festival to be hosted in South Korea
The Sigtur conference certainly
overlapped with the previous events in

May Day’s decline in the
North and its often nauonalist character in
the South) In the mmd of Rob umhan its
South Afri

there lies within the Sigtur conference an
express nspu—.mon for a'global social

and It

_struck, however, 2 number of quite original

notes. Jts‘South' was not confined to the
capitalist periphery, since the initiative
came as much from Australia, as from
South Korez, [ndia or South Africa.
Moreover, it has received the blessing of a
number of International Trade Secretariats

(sce SA Labour
Bulletin vol 23 no 5, 1999)

Sigtur is, evidently, only one of several
networks pioneering labour-oriented
dialogues on labour intemauonalism The
ourcomes {pnnted, practical) of Sigrur will
require comparison with those from other
conferences Thus does not mean thae Sigtur
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is in competition with either the ‘more
institutionalised’ fora (like that of the
International Chemical, Energy and
Minewarkers Federation, which followed
immediately in Durban, South Africa). Nor is
it in competition with the ‘less
institutionalised' fora (ke the Open World
Confcrence forthcoming in the US). It is
going to be involved in a dialogical and
dialectical process involving all these. Or,
perhaps, one should say, it needs to see itself
as thus engaged Nor, finally, does it mean
that Sigtur (or other initiatives) will book
success at shopfloor, grassroots or
community level. This is, after all, where
workers live ~ and die - and which we have
to reach if we are to attract and motivate
workers to become internationalists. We can
also not assume that the models of

i Sigrur or the

unionism’, cannot today be built alone - or
even imtiated - by one particular
organisation (trade union, labour-support
ion), to one i
ideology (radical, reformist), by one
particular category (industrial workers,
working women, left intellectuals), from
one particular place (US, Latin America,
Asia-Pacific). Those interested in
forwarding this project therefore need to
be working, or at least thinking, both
‘inside’ (within traditional international
labour or left organisations) and ‘outside’
(within the increasing number of

and
alliances).The latter simply ‘create space
and meet needs’. They do not substitute
for unions — which represent the largest
organised international resource for a

actions it proposed, will be implemented by
its participants or spread globally

Sigtur, moreover, like the other labour-
oriented events or netwaorks, has another
limitation. Being ‘real’ rather than ‘virtual’
(cxisting in computerised form, within
“‘cyberspace’), it will directly affect those
who attended, but is less likely to reach
those who did not attend.

There is here an interesting paradox. 1
only got to know of these 'real’ events
because of the worldwide web. But they
have here an extremely restricted
presence and impact. They appear, or
become accessible, only via electronic

it lists and (| D el i
mail They do not have their own websites
(a kind of continually updated electronic
magazine and resonrce tool).A lack of
‘virtuality’, at least for internationalist
movements today, seems to me to be an
increasing restriction on their ‘seatity’,

Inside, outside
A new kind of labour movement and
internationalism, a ‘global social movement

ic global solidarity project.

Every reason, therefore, for computer-
skilled labour internationalists
(particularly outside the white, male,
Northern, etc, category) 1o take active part
in the JLO/ICFTU event and themselves
test the parameters suggested above. And
every reason, on the ILO/ICFTU side, to
ensure that at least the outcome of these
events are made available on or through
its own sitc.

And, in so far as the Sigtur co-ordinators
wish to be accessible and influential
worldwide, every reason for them to
ensure that they have their own website
(or pages on sotneone else’s). And, since
we cannot assume that ILO/ICFTU knows
or cares about their existence, every
reason to post their analyses and proposals
on the COL21 site. %

Peter Waterman (UK/Netherlands) is an
independent rescarcher/iwrriter on “the new
social unfonism’and ‘the new
internationalisms’, who bas been
coniributing on these topics to the Bulletin
stnce the 1970s. .
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Reflections on Sigtur

1
successes and challenges -

bout 120 delegates from 10
Aﬂunlﬁci attended the Southern
Initiative on Globahsatuon and

Trade Union Rights (Sigtur) conference in
Johannesburg on 25 to 29 October The
conference was hosted by COSATU and
was the fifth regional conference of what
was formerly known as the Indian Ocean
I . Previous mectings bave taken
place in Australia and Calcuua, India

Sigtur brings together i

Robert O'Brien identifies the
challenges facing labour and
outlines the discussions that
took place at Sigtun:

coutd be ped n

to the increasing globalisation of

unions and labour-related NGOs who share
an idenuty based upon resisting the
exploitation created by neo biberal policies
Sigrur drew people from countnes outside
of North Amenca, Furope and Japan In
practice, this involved unionists and labour
NGOs from Australia, India, Indonesia, New
Zealand, Malaysia, Pakistan, Phibppines, Sn
Lanka, South Afnca and South Korez
Observers from the United Kingdom, the
Netherlands and Canada atso attended The
Johannesburg meeting focused on practical
strategies that unions could tahe to combat
neo-biberal globakisation Discussions in small
groups and larger sessions focused upon
four maun issucs

A developing global unionism,

Q a corporate campaign against Rio Tinto,
'Q working towards a common May Day,
O rebwilding the union base.

Global unionism
C iscrs asked the
10 consider whether some kind of global

Delegates were unsuee as to
what increased internationalism nught
look like or whether it was possible to
move much beyond ties between national
unions However, one praciical example of
this renewed commitment to
internationalism was a statement of intent
signed by the Mantime Union of Austrahia
(MUA) and the South Afnican Transport and.
Allied Workers Union (SATAWL), Transport
and General Workers Union (TGWU) The
MUA had supported the anti-apartheid
struggle by boycotung South African ships
and goods. South African workers had
supported the MUA in 1995, 1997 and
1998 through a senes of protests and
boycotts of Austratian ships because of the
anti-union drive against Australian unions
The statement of intent committed the
unions to explore the possibility of linking
the ports of Fremantle in Western Austeahia
and Durban in South Africa

The Sigtur initiative itself is an example
of one attempr 1o build a new form of
unionism in a global era It is meant to
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y and is based in Australia and the

existing i i union

structures such as the International Tmde
Secretanats (1TSs), by brining together
trade unions and activists on an informal
basis Sigtur pays a co-ordinating role by
establishing contacts between activists,
supplying information and organising
initiatives among its members

Delegates at the conference then take
this information back to their own
organisations and consider whether they
can take concrete action to bolster
international co-operation. In form and
function Sigtur, resembles a network of

United Kingdom. It operates over 60
munes and processing plants in 40
countries, dircctly employing 51 000
people.

RioTinto has attracted recent union
attention because of its aggressive
campaign aganst unions in Australia and
its activities in areas inhabited by
indigenous peoples in countries such as
Indonesia. [t has moved aggressively in
Australia to eliminate unions from its
workforce by moving employces on to
mdmdu:d comracts. There have been

groups rather than a hi in Ind ia that the
organisation Its growth has been has co-operated with military forces in
il ! by the breakd of ideological igns against i people who

divisions following the end of the Cold
‘War and by the ease of commurication
brought on by the information technology
revolution It is a good example of what
Peter Waterman has called a
communications internationalism,
Waterman has suggested that new
forms of communication allow labour
groups to c¢stablish networks of activists
aad union members on an informal basis
These networks can be created cheaply,
dismantlcd and rebutlt according to a
particular issue, cause or need. Such
networks can bring rank and file unjonists
dicectly into internationalist activity. This

oppose mining activity.

Sigtur delegates expressed anger, but
not surprise at the actviry of Rio Tinto.
They pledged themselves to distributing
information on the Multinational
Corporation’s (MNC's) activity to their
members in preparation for a wider and
intensified campaign. The Sigtur
organisers’ goal was that, if successful, the
RioTinto campaign could serve as an
example (or other campaigns against
equally abusive MNCs,

May Day

Sigtur participants also sought to

opens the ibility for an ised mass

of labour activists operating on a necwork
basis. These networks pressure traditional
3 forms of organisation (suclh

their y by having
common May Day activities in the year
2000 and 2001.They suggested

as the ITSs or the International
Confederation of Free Trade Unlons
(CFTU) to become more ncm’c ln
combating liberal

leaders and having similar
banners and slogans Korean delcg:n(c's
volunteered 1o develop a common song
for May Day cclebrations. The Korean

Rio Tinto corporate campaign
One of Sigtur's goals was to rise the issue
of a corporate campaign against the
multinational mining giant Rio Tinta Rio
Tinto is the world's Lirgest private mining

of Trde Unlons (KCTU)
l\ad Just recently won the right to stage
their awn massive demonstrations on May
Day in Korea. For some other delegates,
celebrating May Day s illegal. Sigtur
members ageeed to lobby for others to
have the right to celebrate May Day.

22
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The Sigtur conference allowed unionists and labour activists to share their knowledge
and experience.

Rebuilding the union base
All Sigtur participants acl ged that

loosening with the transition to

their organisations were being

undermiaed by processes of liberalisation,

and

Some spoke of the
difficulty of mustering cCommunity support
in recent public senvice struggles with the

out. They rused concerns about the
hmited role of youth and women within
the Jabour movement However, labour
activists had considerable dufficulty in
addressing specific policies that could be
adapted to address the challenge of
rebuilding the union base

pal asked
10 consider two possib s.The first was
the development of social movement
uniomusm which is embedded m the
community and makes allances with

“other community groups.The difficulty
here was moving from commitment in
principle to practical activiry South
Afncan uruons have a Jong expenence of
such acuvity in the struggle against
apartheid, but the nes scem to be

2 T Australia, umons recerved
considerable public support during the
mariume dispute, but this has been
difficult to sustain after the strike,

A policy paper sugpested that the
mecting consider the creauon of a general
union to organise casuat and contract
workers Once organised these waorkers
could then affiliate with industry or scctor
unons. The general union would develop
expertise in orpanising casual worhers,
young worhers and women workers It
would deploy its own resources and
would assist in rebuilding the base of
unions undermined by deregulation
Delegates did not directly address this
proposal in the group workshops They
were more articulate in outhning thewr
recent problems than focusing upon new
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strategies to combat falling union numbers
and strength
A number of unions that had made
progress in their battle against
authontarian states (COSATU during the
apartheid era, KCTU in South Korea)
expressed frustration that the struggle for
econonc justice in the successor
democratic states posed new and difficult
In the new i itis
less clear how to proceed against plans
promoted by international agencies such
as the IMF and supported by
democratically clected governments. In
South Africa the struggle is complicated by
the fact that, at fimes, former comrades are
on the other side of the table advocating
measures which harm union members.
New strategies are required for the new
eavironment, but there is uncertainty
about which strategies are most
appropriate.

Knowledge transfer

One important theme that emerged from
the week's discussion was for unionists
and academics to icarn more about the
process of knowledge transfer around
Iabour issues This apples to the transfec
of knowledgc in the context of North-
South and South-South relations In North-
South terms, participants in a public sector
workshop indicated that models for
restructuring were being exported from
developed countries to developing
countries.The transfer of these models
often left labour in a disadvantaged
position. For example, unionists sere
often unfamiliar with criticisms of these
modcls that had been expressed in
Northern countries, They were left to
work out thelr awn views without segard
to the experience of workers who had
already faced such restructuring

This indicates a need for a better
understanding of the mechanisms that

facilitate these knowledge transfers. How
do such models spread and who spreads
them?

The export of restructuring models
raises the possibility of establishing
alternative transfers of knowledge. For
cxample, 1f unionists faced with the latest
Northern restructuring fad were in
contact with public sector workers in
Northern countries that had some
experience in combating such plans, it
might be possible for Southern public
sector workers to strengthen their
bargaining position.At the very least they
would be aware of management strategies
and intentions.

In terms of South-South knowledge
transfer, unionists were eager to exchange
experiences of the struggle in their
respective countrics. In some cases these
served to foster a sense of solidasity Some
delegates wanted to hold bilateral
discussions to get specific information. For
example, the KCTU were eager to learn
from COSATU about their experience of
close ties with a governing party In
addition, the Koreans were interested in
learning about how they might make a
transition from company-based unions to
industry-wide unions, They hoped that
COSATU might be able to offer advice
based upon their experience of union
formation and struggle.

Issues for internationalism

For five days over 100 union members and
Iabour related NGOs considered the
problem of responding to neo-liberal

aad worked on
plans to respond to the challenges of
deregulation, casualisation and
Lberalisation. Valuable lessons were shared
and actions have been planned for future
activity. Sigtur participants, similar to
labour activists around the world arc
struggling to develop a sound
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The Koreans want to move from company-based to industry-wide unions.

internationalist strategy in the face of
mmmense odds Three crucial questions
have emerged from the week's actvities

Who is involved in the struggle and botw
s such activity to be co-ordinated?’
The answer requires decisions about the

of and the

possible roles they play i civd society. It
can be broken down into two further
quesuons - who is in the South and what
role is there for non-union labour groups?

On the issue of Southern membership,
Sigtur has tried to move from a
geographical definition of ‘South’to a
more ideologically infused definition
shich incorporates social movement
unions battling neo-liberal globahsation.
The name change from ‘Indian Ocean
Initative’ to ‘Southern Iniuative on

* Globalisation and Trade Union Rights®
reflects this change in emphasis Thus, we
see the participaton of Korea, which 1s
located in the northern hemisphere and
Australia while in the southern
hemisphere, is not a developing country.

Presumably there will be efforts to
imohc other similarly minded unions
such as the CUT in Beazil This leaves open
the 1ssue of the relationship of such a
nerwork with labour acuvists in Canada,
the United States, Western Europe and
Japan.Ts it better to have a space where
workers away from the centre of power
can work together, or is there a need to
make contacts with similarly minded
unions in all states?

The other issue s the relationstup
between unions and other sectors of civil
society A wide range of views were
expressed from full cooperation with
community groups and NGOs, 10 tying to
take up NGO issues in order to replace
their activity In practical terms, the issue
comes 10 a head when dealing with
countries that lack independent unions or
have very weak unions. For example,
labour rights NGOs in China are very
enucal of the established, but state
dominated All China Federation of Trade
Unions With whom should an
independent trade union network such as
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Sigtur operate? The role of civil society
groups goes much further to ence K

of global
15 being as we enter the 21st

issues such as women's rights,

campaigns and indigenous peoples’ ights.

Century. What is labour’s vision and plan
for its evolution?

‘How do the different national

“What is labour’s view of an v
international order?"

During the Sigtur event many delegates
expressed opposition to the existing
international order. There was no shortage
of eriticism of the International Monetary
Fund, the World Bank, the World Trade
Orgat n, financial and teade
liberalisation Globalisation was often
equated with imperialism and 2 long
history of Northern-based domination.
Those who suggested that there were
positive elements to a shrinking world and
information technology were met with
heated debate.

‘The challenge for labour activists is to
move beyond criticising existing
structures 10 promoting a labour-friendly
international order. In designing this order,
labour acuvists must also consider short-
and long-term strategies. This is not an
easy task and will require considerable
effort and debate. There are a host of
difficult issues to be addressed. For
example, what role do labour advocates
see for global governance? Do labour
groups favour supranational enforcement
in some cases or are they always
supportive of national sovereigaty? If their
instingt is to prefer national solutions, how
can an increasingly integrated economy be
managed and conflicts between states be.
resolved peacefully?

Such issues took a concrete form in
discussions around issues such as labour

lards or the ion of I 3

D of union mit
the possibilities of internationalism?’
‘The Sigtur conference illustrated the
diversity of union movements and forms
in Southern countries.The conference
participants could be divided into three
main groups
Q@ Relatively developed unions eager to
engage in‘nuts and bolts’ discussion
about co-operative international activity
to combat neo-liberdism. This included
the Australian, Korean and South African

unions.

0O Indian trade unions who were eager to
combat globalisation, but tended to
foltow a more traditional model of
union activity and were not as engaged
in building a social movement
unionism

Q People from countries where
independent trde unions arc very weak.
“This included NGOs, labour activists and
unionists from China, Indonesia, Malaysia,
Sri Lanka and Pakistan.

The variety of union organisations and

ideological outlook place limits upon the

types of solidarity that can be pursued.

One key 1o furthering that solidarity is to

acknowledge those differences and to

build in areas where there is agreement
while debating areas of disagreement. The

Sigtur gathening was an example of an

attempt to do just that. Its evolution will

be watched closcly by those concerned
about the future of internationalism in the

Should labour standards be enforceable at
the World Trade Organization? If not,
should Iabour be working towards an ILO
that can do more than Issue reports? An

labour

Robert O'Brien teaches in the Political
Science Department at McMaster University
it Canada.
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Building unionismm

challenging globalisation :

uring the Southern Initiaun e on
D(‘,lohahsalion and Trade Unton
Rights (Sigtur) conference in

Johanaesburg, the Maritime Union of
Austratia (MUA) and South Africa’s
SATAWU and TGWU signed a statement of
intent It attempts to hnk the ports of
Fremantle in Western Australia and Durban
in KwazZulu-Natal organisationally It also
<erves as an example for other unians to
possibly follow

Paddy Crumbin of the MUA best voiced
the aim of this bnhage when he said
‘Every dispute is a colfective dispute, every
fatlure is a collecus e farlure, every victory
183 collective victory”

Statement of intent
“The impact of rapid globalisation of
cconomic

intcrest on union orgamisation
requires new it
worhers

trves in the defence of
These changes have resulted in
extensive workplace restructuring. These
processes have often been forced on
workforces, have weahened our
orgamisation, and often diminished
working nghts, conditions and,
entitlements We have last members, and
unemployment has risen through the
of N ,

o, and
casualisation
Globalisation has provided a set of

conditions requiting more effective

international trade unionism In the

by Etienne Viok

transport industry economic deregul
has meant that national states are now
more trade dependent They need reliable
transport shippiog and communications
The two unions have developed this
nitatve 1 recogmition of these
conditions.

on

Over the past decade we have
recognised the enormous potential of
international action under the current
global conditions

When the rights of Australian unions
were threatened, the South African
transport umons responded magnificently

In May 1995, their threat to boycott
shipping to and from Australia led to a
withdrawal of anti-union laws in Western
Australia

In September 1997, South African
dockworkers stopped work and marched
in protest against the renewed legislative
attack on Australian unions,

1n May 1998, South African
dockworkers successfully applied boycott
action against three Australian ships They
refused to unload the ships because of the
extreme attack on the MUA.

When the dispute was scrtled, the MUA
leaderstup visited COSATU in August 1998,
to personally thank the dockworhers for
their commitment and support of the
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SATAWU (TGWU) and the MUA will link organisationally.

International Transport Workers Federation
(TE) campaign

‘This experience led to the
acknowiedgement by both unions of the

of cffective i

unionism and solidarity action.The
challenge for the two unions is to
consolidate and build the for

Durban in South Africa organisationally.
We commit to advancing this idea
through our respective democratic
structures.
‘We commit to calling for the
establishment of the necessary sub-
committees to examine the practical

international uniorusm on an ongoing
basis.

Workers cannot be called into action if
they know little about the history, culture
and current challenges of workers in other
nations. These understandings and
consciousness have to be bulit.

Orgarusation has to develop to foster
this new internationalism.

With this in mind, the leaderships of the
MUA and SATAWU (TGWU) wish to state
their commitment to advancing this process.

The leaderships here present commit to
advancing the process of linking the ports
of Fremantle in Western Australia and

of linking these ports
organisationally.

We make this commitment here today
on 28 October 1999 before the Sigtur
conference in order to inspire workers
from other sectors to consider a similar
direction.

Let us scize this historic opportunity.

Let us commit ourselves to build an
international unionism, step by step, just as
we arganise individual workplaces step by
step

Let us mark the beginning of the new
century with a vision,a commitment,
optlmism that we can build a new
unionism for a new century! %
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Linking political and
economic struggle

Bulletin: What major challenges fuce
unions in Indonesta?

Dita: Right now, although we already have
freedom of association, we sull face
another problem When trade unions want
to apply to be registered they have to
adopt criteria sct by the government This
15 sometimes difficult, because we have ta
adjust our union’s principles to what the
state deology says they should be.You
cannot register as a union if your basic
principles are different from the state
wleotogy Our basic prinaiple is a popular
social democracy. When we put that
principle in our constitution the
government said that it could not register
us and could not recognise this
organisation as a union because it doesn't
fit the enteria the government put
forward

The second major challenge 1s that after
the economic crises and all the
privatisation programmes, we lost some of
our members - especially in the
manufacturing areas because lots of the
companies have gone bankrupt. We lost
members, contact persons and we even
lost our organisers that we had trained for
months when they lost their jobs As the
union, we have very limited funding and
resources and we cannot pay for the
organiser’s daily needs or his family. We
can only pay for transport and lunch If the
organiscr is not ideologically strong

Tanya van Meelis interviews
Dita Sari, chairperson of the
National Front for Indonesian
Workers' Struggle.

enough he will say I prefer my famil
look for another job The organising
worker has no income. Most of the
workers w ho have lost their jobs go back
to their villages

“The thurd challenge is that because a lot
of members have lost their jobs it 1s very
easy for the employer to weaken the
actwvity of the union. The employer can say
‘if you want to keep your job - behave
well If yau don't,if you become an
acuvist, then 1t1s easy for us to dismiss you
because [ots of other workers need this
job'

The employers used this 1o blackmail
workers So the workers now hesitate to
be more active in the union because they
are afrid they will lose their jobs.

and

Bulletin: If there is an organiser in a job
and he/she is dismissed, can you not get
bim/ber back in at ali?

Dita: The company does not usually
dismuss one, but implements massive
dismissals - hike 20 to 30.The company
says it is doing it because it is almost going
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bankrupt, but the company also does it
because it wants to clean out activists. It
just disnusses all the union’s activists, but
of course it doesn't say it is because you
are a union activist. The company always
says that it 1s dismissing because it must
be efficient.

Bulletin: Can the union organise a
general meeting for workers in the
Sactory?

Dita: Yes, but not an open one, so we
usually organise mectings in a worker’s
house.We choose a bigger house that can
accommodate 40 to 50 people and we
make verbal invitations. We usually hold
meetings like this once or twice a week.
We cannot hold open meetings in the
factory or in a workplace because union
activists will be identified by the company.
‘This creates a problem

Even if you are a registered union, it
doesn’t mean that you can represent your
members when they have disputes with
the employers. Registration doesn't mean
anything, so an employer can say we don't
want this worker to be represented by
that union and we don’t want to negotiate
with you We can keep on striking but it
docsn't solve the problem because peaple
‘want negotiations to take place.

Pcople in Indoncsia want unions to
register, so of course we undertake the
process and experience all the difficulties
of registering, We sometimes have to wait
six months to one year before the
registration papers come. But when it
comes to practice, the companies still
recognise the old yellow union as the best
representative of the workers.

Bulletin: Were there debates around
registration and the thought that you
showldn’t register because if you register
Jou might be co-opted?

Dita: After the opening up of space and
the introduction of democracy in
Indonesia, the government said that you
can set up unions in the workplace, but
you must be registered. We applied to be
registered because there are some illusions
among the working class that registered
unions operate more effectively.

There is a big illusion among the masses
about unions’ legal status - this illusion has
been created by the government so that
the working class thinks that it is safer for
them to join a union that has been
registered. But registration won't lessen
repression. The only advantage is that you
can show journalists the piece of paper
saying that you are registered, and then
publicly say that the government is still
repressing us.This gives us more
legitimacy - it puts us in a better position

Bulletin: What conditions do workers
face? What's the workplace ltke? What are
bours of work?

Dita: Workers usually work seven to cight
hours a day with half an hour break. Some
will start at seven and end at three, some
start at nine and end at five. We work from
Monday to Saturday, so Saturday is not a
free day, but the workers only work for
five hours on Saturday. They sometimes
‘work two hours overtime because it
increases their income. Some workplaces
provide meal allowances and provide

P . Usually the who
provide such allowances started to give
the allowances after the workers had gone
on strike. In other workplaces the workers
don't get any of these allowances - they
just get the basic minimum salary per day.
So it depends on how strong the union in
that sorkplace is and how regularly the
‘workers strike. Many companics have
dismissed workers or cut allowances
because of the economic crisis.
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‘Do the political struggle as well as the economic struggle.”

Because worhers are patd so little, three
to four of them usually share one little
room. Usually, they don’t have a bathroom
inside their room - they have a public
toilet whuch they have to pay to use.The
public toilet is often not open 24 hours a
day but is only open until 10 o’clock at
nught.

Bulletin: How important is it to look at
culture in trade union activities?

Dita: We believe right now that there
must be some other way to approach
workers when organising them - we
cannot just approach them in 2
conventional way like we always did
before - using leaflets, publications, public
meetings. Some workers are quite afraid

when we hand them the leaflets - political
leaflets - but they are more open if we
introduce them to and ask them to join
singing, theatre and poetry making My
union centre has sct up an official
programme that say s (o every regional
union ‘try to create or set up a theatre
group amongst your members. It doesn’t
matter how bad it is, how unprofessional,
Just go through the process Do whatever
you can as [ong as you have a theatre
group in your regional level’.

Bulletin: How are workers responding?

Dita: They like it. They think it is much
more interesting than eaflets. Sometimes
we also try to provide leaflets that have
cartoons with captions - they provide lots
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of mformation for workers with a low
level of education.

The cartoons have clear words and
pictures - you can look at a picture and
clearly sec the military, other workers. We
have others with pictures of students with
books and spectacles. So the workers can
recogmise characters very easily and they
laugh But they keep the cartoon in their
room and look at them again because they
are fuany.

The cartoons educate workers and are
relaxing We are trying to improve our
approach to workers so that they will be
more attracted to the union.

Bulletin: Can you tell ime about EPZs in
your country?

Dita: We have EPZs in West Java and in
East Java One of the biggest EPZs (in West
Java) has a very large cement factory and
factories supporcting the cement factory.
That EPZ has very bad working conditions.
‘Workers are not provided with proper
masks.

The cement factory creates pollution all
aroundl - when workers hang their clothes
on a line to dry in the moming, they find
the clothes full of dust in the evening.
Pcople’s roofs are grey and most of the
wotkers have problems with their lungs
and breathing

Bulletin: Are you targeting EPZs for
membership? -

Dita: Yes, we have been organising in West
Java for the last three years - there are

15 000 to 20 000 workers working in that
EPZ. But we have not succeeded in getting
any industrial action there.

In other places which are smatler (with
about 1 000 workers) we have succeeded
in Industrial action and setting up unlons.
In Indonesia, we have 1o have industrial

action first before we are able to setup a
union.

‘When workers embark on industrial
action, we identify who arranged the
action, wha the leaders are.We speak to
them and get them to become union
officials. Workers all have grievances and
they will take action by themselves - then
you go and pin-point the leaders. We also
help the workers who are embarking on
action - we ask them to identify the

help them § i , offer
solutions, ask them what they expect us to
do.We also encourage them to take action
and back it up in terms of security, legal
aid, money, negotiation tactics and
pamphlets. Then they see that we are
serious about helping them.

Bulletin: What key issues do you mobilise
workers around?

Dita: The key issues are wages and
conditions in the factory. But of course my
union’s principle is to not only stand for
economic struggle but also for political
struggle.We think the political struggle is
as important as the economic struggle. So
besides wages and occupational health
and safety and working hours, rights of
‘women workers etc, we also take up
issues like the role of the military. We say
to the workers, where else do you see the -
millitary at union negotiations?

Right now in Indonesia we are trying to

very big because

the new minister of labour is one of the
leaders from the old yellow union in
Suharto’s era. We want to educate workers
about this minister of labour - how he will
become z tool of the capitalists and pass
labour [aw that favours them. We have to
challenge his position because he is part
of the old forces.That's how we try to also
raise the workers' consciousness beyond
the issue of the workplace.
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‘Education, especially ideological education, is very
important.’

Bulletin: Can you explain the problems
Jou face when organising where there is
a very negalive attitude towards
communists?

Dita: Sometimes the government uses the
isstie of communism against the labour
movement This is very effective if it

. touches the Muslim ground because the
Muslims alsvays picture communists very
negatively - this is because government
propaganda has painted a picture of
communists as atheists svho don’t behieve
in God, don't have any scnse of morality, as

people who are always
violent, alway s trouble
makers When the
government relates
labour and communism,
people sce the labour
movement as part of the
communist way of
genting back into
Indonesta. People hate
the communists
idcologically, <o the
military doesn't even
have to bother with
labour because the
Mushm civilians are
always trying to attack us,
stop us from continuing
to embark on action The
Muslms have a slogan
that*Communist blood is
allowed'.When we make
leaflets and put them on
the wall, the Mustims tear
our leaflets off the wall or
hang their own leaflets
over ours

Bulletin: How do you
ensure that you remain
independent and
democratic?

Dita: We have a congress every two years
1t is our biggest body and makes our
strategic decisions Between congresses
‘we have a national council every year Tt
follows up an congress’s strategic
decisions We have a national membership
meeting every six months, with
delegations from each of the regional
umons - usually two or three from each
regionaf union They come with a mandate
from the shopfloor. They gather together
and evaluate what we achieved over the
last six months and make
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recommendations. We look at what has
and has not been implemented from
congress.

‘The national office has a regular
meeting every Saturday and there are
regular meetings in the regions every
Saturday as well.We base our organising
work 1n terrtorials - so we set up regional
unions in the different regions. These
regional unions are autonomous - we
provide them with support and national
programmes.

The regions vary in their ability - they
experience different levels of repression
and different conditions. Some are more
progressive and better educated than
others depending on their history. While
they have autonomy they do not have
complete autonomy - education still
comes from the national centre because
we think that education, especially

i is very
We take up national issues and
programmes, like abolishing the political
role of the militacy,a 32-hour working
‘week, a referendum for east Timor. Each

struggle to establish independent unions
Some unions have sent solidarity messages.
Some provide us with financial support,
material support, books and equipment.
Because the situation is more open now,
people are more confident to give us
support,

Bulletin: You were sentenced 1o five
years in jail for your union activities.
How did you get released early?

Dita: 1 was released two years early when
the president, Habibi, decided to release
me. T was also given amnesty as a result of
international pressure. Many unions from
all over the world took up the issue of my
imprisonment and applied pressure to the
government to release me. My government
also wanted to improve its reputation, so it
had a strong political reason for releasing
me.

Bulletin: Your union decided to split
from the political party and be
independent. What informed your

region takes up the but uses
its own tactics. Regions can also run their
own campaigns, as long as they are on the
same political fine as the central office and
advancing our principles.

Bulletin: How bave activities by unions
outstde Indonesta been able to support
your struggle?

Dita: Well, since 1 got out of the prison, 1
have gone to countrics like Australia,
England, the Nethetlands, Belgium, and
South Africa.I have been explaining what
has happened in Indonesia,

‘The situation in our country has been
very well publicised ~ more than ever
before. This has made people from other
countries aware of what is b

Dita: We bascd our decision on our
historic experience. We had been affiliated
to a political party but it caused a problem
because of different levels of
consciousness. Each member of the union
must also become a member of the
political party, but of course, the level of
consciousness is different when you are in
2 union that is a mass-based organisation
and when you are in a party which is a
cadre-based organisation.

This difference has created gaps so we
decided that we must be independent,
‘When we broke our affiliation with the
party, it caused some problems, Some
workers developed an anti-party

They have sympathy and want to help the

- they did not see the need
for the party. But being independent does
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not mean that you don’t have any
relationshiep with a political party
Right now we are trying to set up
a new kind of relationship
between the union and the
political party - it is not an open
relationship, it is more a
conspiratorial relationshup T
party makes sure that we have a
political consciousness and take
up our political responsibility

We, as the union, push the
party to take up worhers' issues
and look at what is happening to
the working class We push them
to be more on the side of the
warkers and work more among
the working masses than with
other sections of socicty That's
the kind of dialectical
relationship we are trymng to
build, but 1t is hard right now
because the level of political
consciousness among the
workers 1s sull low Workers
won't accept all the progammes W ¢ are
running They accept programmes like the
ant-militarism programme. But workers
did not accept a programme we had
on ion of certain p
parties dunng the last clections Workers
cannot understand disquahfication, they
cannot even pronounce the word
disqualification, 5o it 1s very difficult to
mobhilise them

We keep on informing each other (the
political party and the union) and scewng
where the union can contribute We have
weaknesses, and we have strengths that
affect the level on which we can
contnibutc. One problem s that there are
48 polnical partics in Indonesia and each
political party has its own campaign. Thus
confuses workers

The different parties like to talk but
they do nothing about wages.We don't

‘We have weaknesses, we have strengths *

need a poliical party Iike that We try and
introduce workers to a pohtceal party, but
the workers don’t want the party,soitisa
question of educating workers now We
need to tell workers that a trade union 1s
not a revolutionary organisation - 1t can
be very radical, very militant but not
revolutionary

Unions are reformist and only a party
can be i y because it
the most progressive sections of each
sector It is not only imuted to the working
class This knowledge makes me realise we
have to work with a political party,
otherwise when we talk about
globalisation we are only talking about
€Cconomic pon er.

But power 1s not only cconomic power,
it 1s political pawer as well We can only
contest this cconomic and political power
through an insutution that 1s not based 1n
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one sector.We need to link across sectors
if we are to contest this power. But the

has created a problem with trade unions
who have activists in government
I you are not careful it can

unions must still remain indep

Bulletin: What still needs to be done to
butld internationalism?

Dita: During our union’s last congress we
believed that the idea of internationalism
among the workers was very low and we
blamed ourselves for that. We could not
blame anyone but oursclves because it is
our job, the unjon’s job, to develop
workers.

We can't expect workers to have that
kind of consciousness just like that. We
then set up a department of international
relations in the union. But we do not sce it
as a separate department - it is integrated
into cach and every department - like the

create a lack of faith - workers won't see
you as an organisation for their rights.

Now, 2 union cannot control its
members, but a political party can control
its cadres. The political party can keep
cadres in linc. The political party has
strong ideological principles and a strong
revolutionary understanding - it must
control its members and make sure that
they are implementing the party’s
principles.

A union can develop political
consciousness among workers, but it will
always play a vecy limited role in politics.
Even in Russia during the revolution, trade
unions played a very limited role. They
always had to [ook to the party for

of
development and even the department of
funding So all work in the union has an
internationalist character and
understanding,

All publications have an international
analysts of issucs. For example, when we
discuss militarism we also look at how the
miltary is financially backed by capitalist
countries like America. We relate people’s
datly wages to issues of imperialism.
Worhers are still at a very carly stage of
understanding globalisation and how it
affects them.

Bulletin: You met South African
unlonists at the last conference, What
sbifis do you sce emerging in the South
African unfons?

Dita: Since 1 met South African unionists,
you have more people In power, in
government, That has created a problem
because the government's palicy is not in
line with swhat the working class waats -
ccially its policy on pri This

i y action.

Bulletin: What message do you bave for
workers generally?

Dita: Just do the political struggle as well
as the economic struggle, Don't narrow
your struggle just behind the demaads of
‘wages, but also try to relate every
economic problem to a political approach
and an internationalist approach.

We are trying to do this in all our
education work in Indonesia. We say that
we will link economics and politics, no
matter how much money we have to
spend - we doa't care as long as our
workers have the best education that we
can provide,

We put so much into intensive
education, because what workers read
they practise. We feel that we will have
failed if our workers arc not doing in
practice what they read, because when
they practice, that's the time when we
can see whether we are succeeding or
not. %
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Jocus: internationalism

internationalism

Why build internationalism?

Yoon Yonungmo, KCIU, Korea: "Only
world wide solidarity and struggles can
defend our rights and defeat aco-
liberatism I appeal for strong international
struggle.

Chintabrata Majumdar, CITU, India:
“We must have one objective - to unify the
entire working class The capitalist class is
united - we are nat. . Qur expenence
tells us that without unity, irrespective of

Tanya van Meelis documents
Sigtur delegates’ commiernts and
responses 10 a range of
questions.

supported by unions inside and outside
the country”

Building alliances/broadening

S

you caanot struggle
against globalisation.”

Paddy Crumlin, MUA, Australia: '"We
love our country but we also love our
i ionally. We i

discuss, train and educate. We are inclusive
not exclusive. We share and are honest We
find political and economic sofutions.
Justice, community and collectivism -
we'll work with those who support this
We ask peaple to forget media distortions
and listen to their head and their heart.

‘This is not an MUA formula but an
international formula. Every dispute is a
collective dispute. Every failure isa
collective failure. Every victory is a
collective victory.!

Jobn Maltttand, CEMEU, Australia:
“Traditional militant action alone cannot
defeat a TNC.This action needs to be

Chittabrata Majumdar, CITU, Indta:
“The struggle against globalisation is not
the struggle of the working class alone. We
approached all other organisations -
youth, women, students, peasants - and
brought them onto one platform”’

Jolm Maltland, CFMEU, Australia: ‘Rio
Tinto now also faces action from Norway,
Portugal, the Philippines and Indonesia.
Working with duffcrent groups is not casy.
Using technology helps - the page on the
ICEM website is very useful But we need
more than the Internet and enthusiasm. We
need trust and support. We need 1o make
sure that we use our collectve strength to
defend ourselves This is a simple extension
of what natsonal unjons do In a global
context, workers must have international
organisations - We must Move ACToss
borders to consolidate campaigns?
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Paddy Gumiin, MUA, Australia.

John Maitland, CEMEU, Australia:
‘You need spousal involvement 1n
a When we dy at Rio
“Tinto’s headquarters, workers were there
with their wives and their children.
‘This caused the

Impediments to
internationalism

Jobn Maitland, CFMEU,
Australia: ‘Impediments to
internationalism are when one’s
own membership doesn’t know
enough - the union needs to
develop and extend education
programmes. Another concern a
union may have regards resource
allocation to international
activities - some members who
are inward looking may
complain.We need to explain
that we operate in a global
village and can’t be left behind.
We now put a large amount of
resources into sophisticated
training - we have focused on
political trining and have been
very successful. People need to
understand their industry’s place
in international trade.

Maxine Gay, New Zealand
Trade Union Federation, New
Zealand: ‘The major
impediment to building worker
internationalism is ourselves as
trade union leaders. The
globalisation of the means of production,
distribution and exchange provide the
objective basis for a strong and vibrant
international working class movement.Yet
in spite of our rhetoric we are timid and

embarrassment. The company also

was unsure how to handle security
around the demonstration. They would
have taken a very diffecent position if
there were only mineworkers
demonstrating!

Peter Malepe, COSATU, South Africa:
‘No struggle is a complete struggle
without the partlcipation of women!

p in the face of globalisation and
seck to collaborate with international’
capital mther than oppose it.The
i i trade union must
undergo a complete transformation itself if
it is poing to try and transform the most
ive il order

that this century has seen

‘Workers of the world unite!’ must be
more than a slogaa, it should be aur
guiding principle If we are going to bulld a
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‘workers' counter power ta
that of international capital
Those who wish to
surrender to capual before
the fight has begun are not
wanted or needed in the
strong and fighting
international trade union
mavement that we must
build in the 21st Century.

The role of the South
Peter Malepe, COSATU,
Sonth Africa:
‘Underdeveloped countries
must give direction to the
new world order No one
else will do it Don't expect
impcrialists to wake up and
understand the trade umon
movement... We can’t sit in
meeting after meeting and
complamn and do nothing
about it”

On the conference
Emilia P. Dapulang,
Kilusang Mayo Uno,

Phitippines: “The Arokia Dass Victor of Malaysia.

workshops were useful

Delegates had direct ication with
‘what was happening at grassroots level. T
Jound the workshops more frutful than
the plenary, since not all the countrics
spoke in the plenary... T am hoping that
the conference will strengthen union
[eaders and prevent them from being co-
opted 10 implement globalisation”

Nelson Mtbombeni, CEPPWAWU, South
Afirfca: “We need 10 start the process of
engaging on a one-to-one basis so that we
can understand how the other unions work,
how they are organssing and can identify
common issues as trade unions .. As South
Afnca, we are higging behind on many

aspects Tor example, we are hosting, but
other visting unuons brought more
memorabilia We were not as well prepared
I'm glad that as CLPPAWU we brought 50
books to give to the visiting delegates®

Park, In-sook, KCTU, Korea: ‘Whea we
first heard we were going to South Africa,
we were more interested in COSATU than
Ssgtur itself However, during Sigtur, we
found many common issues with each
unions' actuyities and situation. We were
happy to hear a lot of good impressions of
KCTU struggles from other comrades
Through the true sincerity of those
participants in the conference, we were
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assured of the growing possibility of
international solidarity.

On South African unions
Arokia Dass Victor, Labour Resource
Centre, Malaysia:'l was involved in the
1991 initiative. ¥ saw COSATU then and
‘was encouraged by their spirit. Now I sce
that the enthusiasm is no longer here. 1
can understand the struggle against
apartheid is over. But when you lose your
spirit, you lose the soul of your struggle...
If you fose your spirit, you lose everything.
I'm worried that the South African unions
‘will become like unions in our country. We
need new thinking Once compiacency
sets in, it starts off something.’

Park, In-sook, KCTU, Korea: ‘When we
saw COSATU comrades, we felt COSATU
‘was more developed and more stable than
KCTU and the Korean labour .

people - for example a conference for
Southern Africa,Asia etc... The
communication network must be

h d, for 1\
information about Rio Tinto?

Peter Malepe, COSATU, Souib Africa:
“The message from what we have watched
and heard is clear. This is about class

about i by i
and governments. If Australia can do it in
terms of solidarity - we cannot fail All of
us are duty bound to take the resolutions
from this forward,
them and buitd solidarity.

Hemasari Dbarmabumi, Soclal
Workers Union of the LBH Bandung,
Indonesia: “We must ensure that the focal
union is strong. We need to approach each
member of the union about

internati - this will ensure that the

‘The structure and role of each of the
affiliates and COSATU arc well established.
We also saw that comrades arc very
dedicated and committed. COSATU acts as
a very good national centre. It connects
with shopstewards at the workplace and is
quite vigorous.\What meant a [ot to us was
COSATU’s policy towards women workers
and its dedication to organise and work
for them.We saw that COSATU still has
many tasks and difficultics facing it, like
we have in Korea, However, we still firmly
belicve that COSATU is taking care of its
tasks and members.

What next?

Chittabrata Majumdar, CITU, India:
‘We need to expand this forum to make it
more effective. Onc problem though is
finding money for third world countries to
attend. For us, we had to catlect about

$1 500 per delegate - we could do it but
smaller organisations couldn’t. We could
hold smaller conferences to include more

nucleus (the membership) of the union is
strong. We must also make sure that
unions remain independent financially and
independent from government and
political party control... Among the
unions there are different political
perspectives. How can we build
intecnationalism with these gaps or
differences? We have to put our red line
together - identify our common Interests
- and build our power, Unless we do this
we will be divided, separated and

This must be
built on our common interests. We can still
Tespect our differences and argue about
them. But when facing globalisation, we
find that we have the same interests!

Arokia Dass Victor, Labour Resource
Centre, Malaysia:‘The South African
cxperience will be useful for others to
hear. COSATU affiliates should send

on -
hopefully something should rub off..." %
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Tears behind toys

working conditions in China’s toy industry

hen last did you buy a toy for a
S g / baby or a child” I buy toys
frequently for my baby and can

easily list what I looked at when I made
my Iatest purchase [ast week: was the toy
manufactured by a tried and trusted
company that makes quality toys? Was the
toy safe for my child? Would she like the
colours? Would she find it scary?

Not once had I considered whether the
conditions were safe for the workers
makung the toy. Not once had I considered
how much money the workers who made
the toy were getting, or having deducted
for minor offences. Not oncc had 1~
considered that the 1oy may have been
made by a worker who had worked an
cight-hour day and then cight hours of
overtime. Not once had I considered these
things, until T spoke to researchers from
the Asian Monitor Research Centre
C(AMRQ), saw their exhibition at the Sigtur
conference and read their report on the
working conditions of the toy industry in

China produces one third of the world's
toys Many transnational corporations
(TNCs) subcontract their work to their
partners in Hong Kong, who in turn invest
in China and other Asian countries. The
TNCs design and market their products,
but the products are most often produced
by subcontractors. Corporations
< have many

£ goods - for

Mattel,

Tanya van Meelis ighlights
Jindings from a study on the
toy industry in China.

which 'owns’ Barbie, has over 300
subcontractors in the southern part of
China alone. For the researchers, this
guamntees production for the TNC - if
one manufacturer fails, another will
deliver. The TNCs save subsiantial funds
through not having to pay benefits or
invest in capital - this falls to the
subcontractor who most oftea does not
pay benefits either. Having a wide variety
of ‘partners’also strengthens the

Coalition

A group of NGOSs set up the Coaltion for the
Charter on the Safe Production of Toys in
1993 after fires in 1oy factories in Kadad
{Thailand) and Zhili {China). They drafted a
Charter in 1994 and it was endorsed by
more than 60 local and regional labour and
development activists including NGOs, trade
unions, women'’s groups, environmental
groups and church groups.

F the for
the study from July to October 1998 for the
Coalttion for the Charter on the Safe
Production of Toys. The researchers
investigated 12 factories. All the
factories are in the EPZs in Guangdong
Province.
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bargaining power of the TNC - if the
subcontractor does not accept the TNC’s
terms, the TNC can easily shift production
elsewhere. Subconatractors cut costs,
including labour costs, to guarantee orders,
but as the AMRC notes ‘lower quotations
attract orders, but workers’ interests will
be sacrificed’.

Wages
The first thing that 1s striking about the
‘wages paid in China is the fact that
employers do not obey labour law
regarding minimum wages. China’s labour
law states that some companics must pay
the stipulated minimum wage. The
minimum wage in Shenshen and
Dongguan is about RMB350. However, in
the low season workers eacn as little as
RMB250. Moreover, workers receive even
less money when they are on probation -
workers working for Tri-S Maaufacturing
(China) Ltd which produces Fisher Price
and Tyco toys, said that some new workers
on probation received as little as RMB40
per month.

Companies further reduce workers’
wages by:

O deducting money for services (such as
meals and accommodation);

QO deducting money through fines (for
‘offences’ such as losing one’s factory
identity document).

Many workers believe that even if the

company has a good reason to fine, the

fines are often too high.

Overtime and piece work
China’s Iabour law states that employees
should not work more than cight hours a
day or 44 hours 2 week on average.
Overtime should nort exceed an hour per
day, but under special circumstances,
overtime may be three hours per day at the
most. Overtime should not exceed 36 hours
a month, Employees arc also supposed to
have at least one day of rest per week.

The research showed that the standard
working day is cight hours. However,
workers work for much longer during the
peak season - most workers worked 10 to
16 hours a day for six or seven days a
‘week! AMRC reported that the minimum
overtime work they found was at Viech
Electronics Ltd where workers worked
three hours overtime per day, 15 hours per

1. Leaving without permission
2. Violation of factory code

1. Leaving without permlission
2. Factory 1D cards lost

i
3. Meal cards fost

1. Lostfactory ID cards

2. Leaving without permission

3. Smoking in the warkplace

4. Other violations of factory code

Fines In Keyhinge Toys Ltd {McDonalds)
1. Leaving without persmission
2. Late for wark

Fines in toy companies (1 vuan (RM8) = R0.74)
Fines In Zhangmel Toys Manutacture (Barble dolls-Mattel)

Fines InTrl-S Manufacturing {China) Ltd (Tyco and Flscher Price-Mattel)

Fines in Dongguan Jifu Toys Factory (Tyco and Fischer Price-Mattel)

RMB6 + RMB200 (seasonal bonus)
RMB15-50

RMBS/day, one month wage/2days
RMB20
RMB2,5/day

RMB28

RMB3ao0

RMB100

RMB10-20 !

RMB1G0 !
RMB1




THE TOY INDUSTRY

week, 56 hours per month The
maximum ovectume they found was at
Tri-§ Manufacturing (China) Ltd and
Dor Lok Toys Ltd where workers
worked eight hours overtime per day,
56 hours overtime per weekland 22§
hours per month!

Since most 1oy workers are paid on
a prece mte (that is paid for what
they produce), they do not receive
overtime pay, as one worker explains
‘The quota changes everyday. Those
who cannat finish the quota, cannot
£o home and will not recenc any
overtime wage, Only those who are
hourly paid will receive overtime
wage. Usually I work unul midnight,
somcumes 2 or 3am’

Workers comphined to the
rescarchers that the hours they worked
were too long and that they did not
have enough ume to steep. Por Lok
Toys Ltd worhers reported getting only
four hours sleep a day, while workers at
Happy Crafts Industnal Toys Ltd reported
getting only six hours sleep a day

Forced leave without pay

Three companies had asked workers to
ke farced leave without pay.They said
that there were no orders and that the
workers should stay at home until 1t got
new orders. During this ‘leave period’ the
worhers were not paid,and the companies
held their one-month wage deposits The
workers could therefore not look for a
new job hecause if they left their exsting
employer they would lose their one-
month wage deposit and half of their fast
months salary which management was still
‘holding Getting a new job would mean
losing one and a half month's wages.

Meals and dormitories

Most workers reported to the rescarchers
that the food provided by the factorics

Toys are produced by subcontractors for TNCs.

was very bad - it had poor taste and a low
nutritional value Most workers had to pay
for their meals and accommodation

Workers also complained about their
living conditions Twelve workers usually
share a room with space oaly for six
doublc deck beds The rooms are thus very
crowded and workers have little privacy.

Since activist action taken after a fire at
Zhili in 1993, where 87 workers died and
51 were injured, there are fewer ‘three-in-
one’ factories (a factory which combinces
the production site, warchouse and
dormutory in one building) Now, many
compantes house production, the
warchouse and the dormitory in separate
buildings

Health and safety

Most workers interviewed, told the
researchers that their factory had a
medical room with a doctor and a nursc
on duty. Workers had to pay to sec the
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doctor, and pay for any medicine the
doctor prescribed. If a worker had to go to
hospital, they had to pay the hospual fees.
Generally, workecs are not allowed to
claim for sick leave. A typical employer's
view is that if a worker has flu she can still
work.

China’s labour law compels the
employer to provide the employees with a
safe working environment, sanitary
facilitics and protective devices.
Employers are also supposed to carry out
physical checks on employees who work
on jobs involving occupational hazards.
“This is not being done.AMRC concluded
that it seems that warkers are not being
protected properly and in many cases,
their health and safety are undermined’.

Workers complained to researchers that
the air in their factory was full of strong
smells - especially in the paint spraying
section There were anly a few fans on the
cciling of the factory. Workers also said
that the work environment was too hot
and that many workers got flu, breathing
problems, red cyes, skin diseases like heat
rash, itchy skin, sensitive skin and peeling.

The research also revealed a poor
record in terms of compensation for
accidents at work.Workers who worked at
Bingo Corporation Ltd (shich produces
Tomy toys) were injured (30) or killed (7)
when two balconies in the company’s new
dormiterics collapsed. Six workers who

d too

that
many fines. There are also reports of
supervisors shouting at workecs and
beating workers up.

Trade unions

China’s labour Law provides the right for
workers to join or organise trade unions.
Trade unions should represent and protect
the legitimate rights of working people
and conduct their activity independently
and at their own discretion. However, as
the AMRC reports, this [aw is meaningless
as workers do not have the right to
organise an independent trade union of
their own free will.

‘The only union recognised by the state
is the All China Federation of Trade Unicns
(ACFTU).ACFTU is reported to be
subordinate to the state and the party:
“Though ACFTU claims to represent the
interests of the workers, it follows
government and party policy rather than
defending the rights of the workers? 1 was
also at the Sigtur €,
that if one is cavght organising an
independent union you could gert three
years hard labour - without a tria.

One i) of the 12 ¢ pani
the researchers investigated had a trade
union. Each worker paid RMBG per month
to the union and received RMB100
coupons for shopping.The union’s major
activities included organising picnics and

were still in hospital told that
while management had promised to pay
for the hospital expenses and their wages
during I it did not

anything about compensation for the
accident,

Harsh management
Most workers complained that the
factories had 100 many rules and

and that was
cager to implement them Workers said

Ka ke. Workers reported having lictle
confidence in the unlon, and thought that
the union would be on management’s side
in a dispute,

Strikes

AMRC's interviews revealed that theee
strikes had taken place in the Jast two
years.The factories affected were
Zhongshan International Lid (Tomy), Laxo
Toys Ltd (Disney) and Happy Crafts
Industrial Toys Ltd. However, the strikes
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Factoryftem | Mattel (HK) TS LaoToysLtd | Keyhinge ‘Znongshan
LidChang An | Menufacturing | (Disney) Toys Ltd Internationat Ltd
Plant (Mattel) | (Chiro) Licpratte) (McDonald's) | (Tomy)
Products Batbies Fisher Prce Moeytiosse | Freegitioys | Toys
Tycotays and cther toys
Ho of workers | 5500 3000 >300 1500 70000000
Proportionof | 95°% 50° Majonty 2 Majorty
Age range 1825 1632 2030 1830 1832
Contract 3years 2years Yes tore A
Deposit 2003y5 wages | one mont ‘RMBEO + RINB MB:
(RNB1Omonlh) wage
Working hours. | 8 hrsicay 8hrs/day 8 hrsiday 10hrsiday Bhrsiday
6 daysmeek 7 daysiveek 7 dayshweck 6 dayshiesk 7 dayshveek
Sunday 6 hrs
Overtime work | 2.5 hrs/day €8 rsiday 5hrsdsy 2hrsiday 55 hisiday
6 dayshweek 7 dayshweek 6 dayshueck 6 dayshveck 7 daysweek
Viages. RAMBIS0-T00 | AMB3004S)  |RMBSOT00 | AMBTOBB00 | AMBGO0.700
(LS RMB20 200)
Overtime wage | No No RMBO 53ty AMB24-32M [ No
Bonus AMB30 No RMB3Ymonih | RMB244morths | RWB20 month
(parnter RNBED-
100 more]
Fines Yes Yes. Yes Yes Yes
Neats /month | AMB1S0. RMB40 RMBTS AMB135 ABED
Dormitory AMB22 Free B0 RMB32 Fres
Leaveryear | 15dzys 1 days 20days adars Tdays
+lansporavon | +tansportaten |« AKB100
transportaton
Resignation | Notallowed Notalloned Hotallowed ot alowed ot alowed
Sick leave Not alowed Not afowed Not allowed Notallowed Not alowed
Medicalfee | RMB2monty | AMB2 eachtme | Free RUBIATE RMBS6Ame
Trade union No No No No No
Chid abour Many borowed
orhers’ID cards
tosecure job
Stokes Yes, 395, wages | Wages wabheld, | Yes, 397,
edto | workers com- | some were fred
wnte a siatement | planed o Lebour
clrepentance | Bureau and won
Workers' major | Factoycode | Factory Factoycodetoa | Factary code toa | Factory
complaints | toosiet, management st toomany | stact Mgrant | management too
- workers resentful, | too harsh, oo fines workers were harsh, 150 many.
high tumover rale. | many fines. 10 dscominated | fines
wihneld cunng aganst
probation perod
(15 days)

(Source: Asian Monitor Research Centre)
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The c!mon pushes toy

failed because they were not well
organised or supported by a trade union
z Ltd

companies to make changes.

violate China's labour law and many of the
factories investigated in the study are
for TNCs with codes of

fired some workers after the strike. Lixo
Toys Ltd was said to have withheld
workers' wages and forced workers to
write a statement of repentance, Happy
Crafts Industrial Toys Ltd supposedly fired
supervisors and line leaders and fined
other steikers six days wages.

Conclusion

Workers in toy factories in China still face
poaor working conditions including long
hours, low pay, fines, lousy food,
inadequate housing and poor health and
safety conditions, Moreover, much of the
conditions warkers face are in violation of
China’s labour law.

‘What is to be done?“The toy campaign
will continue 1o do work on the issue

conduct:‘Clearly much work has yet to be
done to make these codes into workable
vehicles to improve working conditions!
The consumer movement is strong and
can pressure TNCs to make changes. AMRC
suggests that the consumer movement be
supported and strengthened by, for

example, D el

and a consumer campaign.

Lastly, and most importantly, labour
activists such as the AMRC, need to and
will continue to promote the formation of
independent unions in China -
independent unions that can monitor
what is happening in the factorics and
challenge abuses. *

References
Al inf used trt this article is taken from

research and i
research results AMRC feels that more
work could be done on Codes of Conduct
or hani
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a report - 'The working conditions of the toy
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Cbarter ont the Safe Production of Toys,

March 1999
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Building internationalismm

cone NGO’s role

only the preserve of trade unions

NGOs also do their part to foster
soludarity and promote internationalism.
They work across boundarics and identfy
common chalienges that unions in
duffcrent countries face NGOs can help
these unions share resources and
experiences and even come up with
common responses

An example is the AMRC Based in Hong
Kong, i1 is an independent, regional NGO
that focuses on Asian labour concerns Ity
main goal j» to support democratic and
independent labour movements in Asia
The AMRC upholds the principles of
waorkers' empowerment and gender
+ consciousness,and follows a i Y

Salidnrity and internauonalism are not

Etienne Viok details how the
Asia Monitor Resource Centre
(AMRCQ) is building labour
internationalism through its
work on EPZs in Asia.

Thastand, the Philippines, Sr1 Lanka,
Vietnam and Hong Kong) The project -
“Women Workers in Asian EPZs' -
culminated in a book published in 1998 -
“We in the Zone. Women Workers in Asia’s
EPZs

According to Bong Angeles, the AMRC's
communications officer, the book provides
the back d of LPZs in the different

framework to achueve its goal
The AMRC focuses on EPZs,as many

. mew ones have been cstablished in Asia
since the mid-1970s May Wong. its project
co-ordinator, explains ' Most of our
research focuses on EPZs in southern
China The industries in the zones are
normally {ight industrics such as textiles,
shoes, toys and electrical goods We are
familiar with EPZs since they are a
common issue in Asia! For Selma Hayati,
AMRC's documentation officer, studying
EPZs allows one ‘1o sce the workers'
struggles against capitabsm',

Asian EPZ study

In 1994 and 1995 the AMRC ran a two year
Pproject covenng ten Asian Counties (South
‘' Korea, China, Taiwan, Malaysia, (ndonesia,

countries and discusses trade unions'
difficulties and struggles in the EPZs It
also highlights the key issucs affecting EPZ.
worhers, especially swomen, and analyses
these 1n the context of countries' export-
oriented development strategies and
current global trends

AMRC published the book ‘to provide
detaled reference for labour and women
advocates to enrich thewr knowledge about
EPZs and women workers around the
region’.Angeles adds “The information
would serve as a puideline on
commonalities and differences berween
different EPZs Also an how to organise in
EPZs’ Hayati hopes that the different
countnies will feed the information back to
the workers

The book aims to eachange information
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on EPZs and establish contact between
groups The AMRC has pariners all over
Asia

Wong exphins:'Our partaers differ. in
the Philippines it is the Workers' Centre
and in Sei Lanka it is the trade unions It
will either be an NGO or a trade union. [n
China we do not have trade union
partners. Qur network there is through
researchers or cadres of the Hong Kong
union. It cannot be done in the name of
the Hong Kong union as it is not allowed
to operate in China as a union.”

Single, yotung and bealthy

AMRC's rescarch revealed that most of the
production in EPZs is done by
subcontractors or suppliers for
Transnational Corporations (TNCs). Wong
says that these companies employ workers
with the same chamcteristics - young,
healthy, single women from rurl areas
‘Wang continues: ‘They are recruited
because they work so hard and are more
submissive than men In a Samsung factory
where { conducted interviews, the
manager told me that they employed so
many women hecausc they are casier to
control?

Hayati attributes the women's age to
the fact that they have less experience:'In
Indonesia, older women have too much
experience of companics’ polices so when
a women turns 25 she is fired That is why
they prefer younger, inexperienced
‘women,

Organising in EPZs

EPZs are synonymous with abuses, low
wages and long hours But why do trade
unions not ofganise workers in these
zones? Angeles stresses that it is not easy
to organise workers in EPZs In Asia.'In
some countries there are national labour
lasvs which guarantee freedom of
association but the EPZs have different

laws which prohibit trade unions and
strikes.An example of this is the
Philippines where they have an EPZ

ini! who deals with in
EPZ factorics. Labour problems do not go
1o the Department of Labour!

‘Wong cites some mare examples:'Ta
‘Thailand unions organise in EPZs, but the
employers victimise the union members,
In some cases they even dismiss them.
Unions have the right to organise but the
employers stop them. In China the
situation is even worse because of the All
Chinese Federation of Trade Unions
(ACFTU) It is a yellow union - a puppet of
the government. In the sue-owned
enterprises the trade unions are present
but they are ACFTU-affilated. The
companies in the EPZs are usually set up
by foreign investors so they are privately
owned. Because unions have to affiliate to
the ACFTU to be recognised, many unions
whao choose to be independent are thus
prevented from organising in the EPZs!

Latin American exchange

The AMRC's main focus is in Asia but it is
trying to build partnerships and improve
solidarity and internationalism with other
regions. One country it has managed to do
this with is Mexico.This partnership
started when it hosted a Mexican intern
for a year. The intern introduced the centre
to Mexican unionists. This is how its other
project on EPZs started.

Angeles says that the centre has just
concluded an exchange with Latin
American women workers who visied
Asia. The exchange programme, held in
July and tiled ‘Learning from our common
struggles’, was held for women workers
and organisers of EPZs from Asia and Latin
America,

According to the Asfan Labour Update,
‘women from Mexico, El Salvador,
Dominican Republic, Sti Lanka,
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The AMRC attended the Sigtur conference in Johannesburg as observers

Phippunes, Korea and Hong Kong held a
workshop to exchange information on and
expenences in EPZs They also loohed at
the situation of workers in EPZs and how
10 continue linkage and solidarity

The Latin Amencan worhers were in
Asia for two weeks They first went to
Korea for an exposure progmmme for four
days. There they met the Korean
Confederation of Trade Unions (KCTU),
the Korean Women Workers Association,

violating labour and environmental laws'.
This programme helped establish channels
1 exchange information and build
solidarity on Korean capital.

After visuting Korea, the EPZ women
organisers from Asia and Latin America
convened in Hong Kong They met with
NGOs like the Hong Kong Women Workers
Association and the Hong Kong Christian
Industrial Committee. While 1n China, the
murl visited a garment factory in

the Korean House for
Sohdanty and other labour NGOs.They
also visited 1 garment factory and looked
at labour standards and codes of conduct
in Korea.

+ The programme focused on Korea since
Korean capital is growing in many Latin
American countries.According to the
Asian Labour Update ‘Korean capitalists
have a reputation for bad working
conditions in EPZ factories and keep

and joined a group
of mgrant \\omcn workers at Macau's
labour department in support of their
struggle

The women workers and organisers
shared their experiences of EPZs AMRC
documented these experiences ta show
the similarities and differences between
EPZs in different countries. This allowed
the delegates to learn from and teach each
other
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Korea

Korea was among the first ndustnalised
countries to set up EPZs and free trade zones
(FTZs) in Asia. Many women warkers in Ihese
Zzones now expenience worse conditions than in
the seventies. Workers in Korea have struggled
for improved working conditions for more than
20 years, yet conditions are now returning 1o
what they were when therr struggle started,
This 1s because managers are using tactics to
reduce salaries, reduce full-ime waorkers and
increase part-time workers, Thus women's
salaries are less than half of what they were
twa or three yaars ago.

The Philippines
The Workers' Assistance Cenlre (WAC) 1s an
NGO servicing workers in the EPZs in Cavite
province Cavite hosts the Philippines’ biggest
EPZ with 200 factones employing 50 000
warkers. Most of the factonies operating here
are involved In the labour-intensive
manufacturing of low valus-added goods such
as electronic parts, semi-conductors, apparel
and travel bags Japanese, Korean and
Taiwanese capital mostly invest in these
companies All these companies act as lacal
Subsidiaries or sub-contractors of TNCs.

Sumulas to othes EPZs, workers here face fow
wages, lang hours, Insulficient or lack of soctal
benelits, job insecunty and capitalist and
government blas against unions. The WAC
started organising In 1895 and has farmed
eleven unions already. Recently, the first ever
demonstration by 500 warkers took place in the
Cavite EPZ. After that, warkers organised a
strike agalnst ilegal dismissals in a garment
factory in the zone.

The WAC is organising women workers
through the Solidarity of Cavite Workers, an
organisation which full-ime and casual workers
can jain, As unlans are not allowed In EP2s,
the organisation estebiishes groups in factarles.
The WAC did a study on the working conditions
of the workers In Cavite EPZ in 1997. It found
that the respondents complainod of Ihe usual
symptoms such as recurning headaches, back
pain, talling eyesight, recurring coughs, strass
and skin allergies. Other workers had
devaloped pt y diseases,

Some reports from delegates on the Latin American exchange

Miscarrages were also common.

Dominican Republic

Here the Maqulas — another name for FTZs or
EPZs i Latin America — are borderad by
unbreakablo fences or walls. FTZs were
launched in 1983 and have grown quickly The
growth can be explained by the government's
fiscal and lax incentives. Today the country has
42 FTZs where 496 companies operate and
200 000 warkers are employed The FTZs are
either privately administrated (59%), publicly
administrated (36%) or mixed (5%). Only seven
recogrised unions exist. Investment comes
from the US, Taiwan, Korea and Bniain.

The Centre for Parlicipation Research and
Female Action found that many women who
worked in the EPZs were previously activists.
However, when they start working in the EPZ
1they would lose contact with everything One
reason is that they are exhausted: they work
long hours in the factory and then go home for
their second shift. The centre is concermned
because In the unlon movement nothing 1s said
about women's double shift. About 60% of EPZ
workers have children; about half the EPZ
workers are heads of families.

Mexico

In the eatly 1990s the Maguila industnies grew
rapidly, especially along the US border. Wages
in the Maguilas do not cover the cost of living,
S0 a family needs several wage earners ~
according to recent studies, a Mexican family
needs sevan minimum wages to satisty basic
nutrional needs.

Working conditions in the Maguilas are vary
difficult. Protection for handling chemicals lixe
lead and other dangerous substances do not
exist, This is In addifion to the exploitation that
s part of working in & Maguila. “

The Maguiladora Women Workars' Network
has been working to form ocal groups as a
preluds o forming indspendent unlans. The
network also encourages current unlons to fight
far workers rights. It trles to mobilise workers in
the Maquilas to demand a living wage, the right
10 a job and, most importantly, tha right to
organise. Whila workers hava a constitutionat

urlnary tract Infeclions and vicers.

nght to arganise, they do not have the right to
have an autonemous unlon in Ihe Maguilas.
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AMRC delegates (centre).

Issues that were common to many LPZs
were the fact that the women worked in
poar working conditions, and that many of
their working conditions were eroded
over time. For example, delegates reported
that a worker in China's Special Economic
Zones would have earned 1 000 Yuan a
month ten years ago, bul now has to mahe
do with 400 Yuan per month

Not only were working conditions
dechining, but jobs were also being fost in
some EPZs. For example, factories
relocated from Hong Kong to China,
Thaitand, Sri Lanka znd Vietnam

The women found that it was very
difficult to organise unions in the different
EPZs - both because of the law, and

* because the women workers themselves
were exhausted from their long working
haurs The reports also highlighted how
different union-supporting organisations
were able to support workers in different
EPZs

NGOs’ role

1n the near future the AMRC will visit
Mexico (o organise the second leg of the
exchange - the visit by Asan women
workers to Latin America Angeles believes
that the first leg was successful as it
formed the platform for future work and
retationships Not only will this improve
solidarity between the continents but,
according to Wong, it will also improve
solidarity within Laun Amenca where an
alliance does not exist. The AMRC's
website declares that workers will only
become truly empowered if international
solidaricy is strengthened. By building
bridges berween dufferent countries and
continents, the AMRC is showing what
NGOs can do to strengthen international
solidanty and empower worhers, *

References

Astan Labour Update 31, May-August 1999
AMRC w ebsite www bk supernet/-amre
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iGoli 2002

Thc iGoli 2002 plan to mdically
restructure Johannesburg is going
full steam ahicad, despite the
dispute declared by SAMWU in the
Bargaining Council in ¢arly October 1999,
So far iGoli 2002 has managed to bulldoze
through public condemnation by a
popular Soweto councillor (suspended for
two years from the ANC for his public
criticism of iGoli 2002), an outcry by
Braamfontein's forcibly removed hawkers,
complaints from the provincial office of
the South African National Civics
Organisation and protest action by the
SACP’s active Johannesburg branch.

So far, nothing has been able to put a
decisive stop 1o the implementation of
iGoli 2002.The restructuning plan, dreamt
up by an elite group of top councillors,
officials and private consultants, was
formulated at a weekend bosberaad in
January 1999. Later that month, iGoli 2002
‘was then refined at an employer
workshop called 'Bite the Bullet'.

The iGoli 2002 plan has these key
clementst
Q the outright sale and peivatisation of

Metro Gas, Johannesburg Stadwum and

the Rand Airport, as well as the sale of

land and council housing stos
Q the formation of separate companics
" under the C Ac in
water and sanitation, clectricity and

‘witste management (called utilities in

the plan) This amounts to pri

SAMWU's Anna Weekes argues
that iGoli 2002 addresses the
needs of the rich and not the
working class.

by stealth.The council will be a
shareholder in these companies and a
board of dicectors and a managing
director (MD) will run these
companics;
the formation of ‘agencies’ in roads and
parks and ies. These
are separite companies but they will
not be registered under the Companics
Act.Whilst having a board of directors
andl a MD who control the assets and
staff, the council will continue to own
the assets in the immediate term.
Agencies will tender for contracts and if
they win the teader, will deliver
services;
the zoo, Civic Theatre, farms, a housing
company, property, urban and economic
research and special projects will be
‘corporatised’. They will have a separate
legal existence and may have private
company involvement ar parnerships.

=)

[n]

Profit not social need

This plan adapts a aco-liberal approach to
the problems of service delivery. It is
primarily driven by financial conceens. Its
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stating point 1s neither social needs nor
transformation based on adequate and

thorough participation by those affected
It docs not recognise that the state must
be the primary provider of decent and

affordable services forall Instead it
extensively opens the door to the private
scetor whose involvement is contingent
on profits not socal need It threatens
cross-subsidisation which is essential to
ensure redistribution to the working class
and the poor. It threatens labour standards
as the council will increasingly wurn to
subcontracting armngements o save
Iabour costs and crode hard-won gans

In short,iGoly’s approach promotes the
commodification of basic services It
undermines the possibility of mass
participation as well as decent service
delivery for all,

Consultant’s advice

SAMWU released a criique of iGoli 2002
carher this year All the criticisms sull
stand SAMWU said that a business plan
that refers 1o cs

ns as customers would
never be able to socually uplift the Ines of
people living in the most unequal city in
the waorld. SAMWU also said that the plan
did not make economic sense 1o begm
with, mainly because it was hurnedly
thought up and did not use any thorough

cost benefit analysis or integrated
development plan as a starting point. For
example, the profitable Fresh Produce
Market, which is a major job-creation asset
- selling the produce of 10 000 farmers to
200 000 hawkers across the SADC region,
was put on sale because the Lehgotla was
not sure where exactly the market's

. surplus was going The market’s
R23-million annual surplus could be spent
on upgrading the market, or cross-
subsidising water to township residents.
Instead, a decision to sell the market was
made purely because the Lehgotla said it

would be more efficient.

At one "stakeholders mecting' that
SAMWU representatives attended hy
accident - not by invitaton - susted
consultants from five internatuonal
companies said i thei shck presentation,
that the outnight sale value of the market
would be R85,9 million The alternatnes
they had explored were converting it to a
section 21 company - which would bring.
m R119,-i-million, or leasing it out, with
the council retaning ownershuip The lease
7-
consultants recommended that outright
sale was the best option ¢ven though
outnght sale would only bring in

option would ruse R76,7-million The

R9,8-mullion more than a lease option The
consultant’s recommendation was hardly
surprising given that the market had
already been carmarked for privatsation in

the 1Goli 2002 document, before they
were commissioned

But the council’s public private
partnership (PPP) officer, Prem Govender,
admitted that the predicted sale price
might be lower, depending on what the
private sector felt like offering, and that
council would simply tahe the best bid He
also mennoned that the market’s
informatton technology system had been
upgraded just a month before at a cost to
the council of R12-million The previous
system was apparently so old that it did
not function at all from time-to-time. The
new system meant that the market would
start ing more surplus
Taking these extra factors into account,
the consulant’s recommendation of
privatisation was actually the worst
option, and would bring in R3-million less
than any other option It scemed only
logical to SAMWU that this, at the very
least, was a ground 10 oppose the sale of
the market Gas was earmarked for sale
because according to iGoli 2002 it is also
plagued by problems of unaccounted for
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gas that is growing, non-payment,
inadequate management capacity and
growing compention’.

Since Metro Gas mainly supplies
business and better off sections of our
socicty, it seems strange that non-payment
‘was being listed as a valid excuse to
privatise This element of iGoli 2002 is just
another illustration of the Jack of the
council’s political will to recover debts
and attach the property of rich non-payers
with the same vigour that is applied to
township non-payers.

SAMWU concurred with the SACP
comments on the sale of the Johannesburg
stadium. According to iGoli 2002,1he
Jobhannesburg stadium was meant to cost
R97-million but eventually cost us
R140-mullion after the council paid
R23-million for a claim by the contractor
and R17-mullion in legal fees The SACP
comment on this was that ‘this means
R40-million more was spent ostensibly due
to a serious management errot. Now it is
the workers who must pay for thi:

Alternatives

‘The Lekgotla has not made any effort
‘whatsoever to explore alternatives to iGoli
2002. But alternatives do exist - from
simple tasks to creative solutions. The
council is incurring massive losses in
Alexandra, where for example, water
workers could simply fix leaky water
pipes and the council could cnsure proper
revenue collection. SAMWU initiated such
a project in CapeTown last year, Known as
the Water Leaks Repair Project, it makes
use of young intern plumbers from the
community who work hand in hand with
SAMWU members to repair leaks inside
the council homes of Ikapa residents. The
project is saving the council R10-million
per year.

The Lekgotia is also ignoring public
financing options In September, Fitch

IBCA (an international rating agency) gave
the city of Johannesburg a good short-term
and an average long-term credit rating The
council can now borrow substantial
amounts of money at prime minus 3%.
Instead, the Lekgotla chose to take a
R20-million 'donation’ from international
financiers like the International Finance
Corporation and USAID. It has not
disclosed whether future loans it will get
from the World Bank, will be at prime
minus 3% [f these loans were, they would
be the cheapest in the history of the World
Bank.

Surprises

The iGoli 2002 plan is also ever changing,
and seems to have many surprises in store
for the people of Johannesburg. Recently,
City Manager Ketso Gordhan announced it
will sell off 33 old age homes - this was
never in the original plan.

It is clear that iGoli 2002 only lias one
aim: zero deficit for the city of

At first glance, ing
zero deficit in a huge metropolitan city
where a few people have control of
millions of ands of assets, should not be
too difficult. All that is needed are buyers
for the services. But sadly, even a mass sell
off is unlikely to solve Johannesburg's
financial problems because the city's
financial mess Is rooted in managerial
incompctence.

A SAMWU official said ‘when workers
die or retire they are not replaced, Yet they
are hiring manager after manager and we
don't know what these managers are.
doing'. They are not keeping their books
compctently. The Auditor General could
not balance Johannesburg's books this
year for the third year in a row.

Nothing seems to faze the Lekgotla, The
most recent example of this was dhe mass
march of about 18 000 prople which
broughit Johannesburg to a standstill on
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26 October. At the march,
COSATU's regional secretary
Anthony Selepe, the SACP s
peneral secretary Blade
Nrzimandc, SANCO,
Microbuwiness South Africa and
IMATU all gave 1Goli 2002 a
resounding thumbs down.A
representanve of Microhusiness
South Africa said “We doan't
want this privausanon, and we
don’t want this Ketso"The
Freedom of Expression [nsutute
publicly condemned the ANC's
decision 10 suspend Pimwille
ward councillor Trevor Npwane
who spohe out against the plan
Yet despite protests comung,
from several diverse corners,
and despite television footage
of the march, and abowt 10
journalists being prescat as
eyewntnesses, Kenny Fihla
(head of the Transformation
Lekgotla), told the press the
aext day that the demonstration
consisted solely of 2000
‘ignorant and misguided”
SAMWU members

1Goli 2002 says it Ams o
mahe Johannesburg a*waorld-class city’. Yet
50 far 1t’s only supporters are not the

SAMWLU members protest, 26 October 1999,

J

As this aruicle went to press, SAMWU
raterated its call for a moratorium on the

ordinary working class i of the
aty It's supporters are the DF whose
spohesperson on local government put
forward a motion 1n the Gauteng

of the plan The union’s
understanding of the LRA 1s that when a
dispute is declared, the cause of that
dispute should be held in abeyance unul
has been reached SAMWU

L that the 1
should ‘express its full support for iGoli
2002" and that SAMWU should da the
same.

iGoli 2002's supporters arc the
nternational financiers Jts support is also
drawn from those who are the biggest
rates defaulters - Johannesburg business
Not one ity group has i

beheves that the Lekgotla’s continued
of 1Goli 2002

the spirit and the letter of the LRA As

COSATU provincial secretary Anthony

Selepe said at the march *“We didn't vote

for Kerso and we didn't vote for

privausavon’ &

support for the plan

Anna Weeles is SAMWU's media officer

Vol 23 Number 6 December 1999

55



e‘"’“

Lok

FOCUS ON NEDLAC IS
A Joint project betuween SA Labour Bulletin and NEDLAG, spansored by NEDLAC

Social dialogue: recent
initiatives across the continent

he thrust towards greater social
dialogut in African countries has
taken off in recent months, with a
number of workshops, conferences and
symposia focusing on the role of social
dialoguc in social and economsc policy
making. Other workshops have
highlighted the need for stakeholders
across borders to come together and
about trade i Thi;

pronete consultation and dialogue on
industrial policy marters. In certain
countries these councils did not yet
include all relevant stakeholders. Nedlac
emphasised that it was very important that
the ive forums include
1abour and other organised sectors of civil
society Other countries felt that
development finance institutions and
could also i to

issue's Focus on Nedlac is on five of these
recent events, attended by the Nedlac
secretariat and constituencies.

Unido workshop
‘The United Nations Industrial Development
Organisation (Unido) held a worLshop in

effective dialogue. The countries agreed
that dialogue on industrial development
was critical if they were to successfully
manage the economic challenges they
faced They acknowledged that development
could not be achicved by one sectar,
‘whether the public sector or the private

Dakar, Sencgal, on
mechanisms and partnerships for industrial
development. [t was acteaded by
representatives from a ringe of countries,
including Mozambique, Mauritivs, Tanzania,
Ghana, Nigeria, Eritrea and Cameroon.
Nediac presented 2 paper on its
cexperiences and specifically those of
Nedlac's Trade and Industry Chamber. We
reported that Nedlac had enjoyed some
degree of success in respect of dialogue
on trade and ndustrial policy matters
including competition policy, a social plan,
tesearch on scctor competitiveness,
workplace change, trade and

sector, acting alone. Rather,

business and labour had to work together to
promote sustainable industrial development.
Dialogue between these parties would lead
to effective policy-formulation,
implementation and monitoring.

Although the experience with
consultative mechanisms in Africa is faitly
recent, several lessons have started to
emerge:

Q A balance of power among the parties
fosters productive dialogue,

O Al parties must commit time and
resources to the process of dialogue,

industrial development zones.
A number of couatries had established
Industrial Partnership Councils to

O The of trust through
ion-sharing Is very
QO The process must be flexible and well-
managed.
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Q Patience is required as it takes ume to
build trust and develop a partnership
Q Capacity-building in rechmeal and
strategic competencics 1s important
Some common constrants on productive
dualogue emerged from the workshop
These included the costs of
institutionalising dialogue processes
Certain representatives argued that all
participants in the process should
contribute towards its funding Other
constraints were overcoming distrust and
facili

ating the identification of common
interests, as well as the difficulty in
obtaining consensus on complex policy
issues

People emphasised that the model of
social dialogue represented by Nedlac was,
in many respects, unique to South Afri
it had evolved from the country’s poltical
transformation Countnies were urged to

as

develop a model of dialogue appropriate
to the dynamics in their own country.
Nevertheless, it was useful to share
experiences and identify best practices
that could, after appropriate adaptation, be
replicated in other countries

Ministerial meeting on social
dialogue in Africa
Organised by the ILO, this meeting came
about as the result of a decision at the
annual QAU social and labour commission.
The organisers invited 20 countries Les
Kentledas, deputy dircctor-general of
labour represented South Africa’s Minister
of Labour, whilst Bokkie Botha
represented business and Manene Samela,
labour.The conference was held in Addis
Ababa, Ethiopia
‘The main themes on the agenda were
familiar items-
Q Should social dialogue be opened up to
parties not currently in it?
O Should the agenda be limited to socal
affairs ot labour market issues, or

should there be a wider agenda?
O How supportive is gavernment of social

partnersiup?
As in the Unido conference, the South
African delegates waened other African
countries against trying to copy the South
African model too closely, although it did
seem to address most of their
requrements The JLO statutes require that
member countries commit themselves to a
social dialogue body, but the question of
‘whether poorer countries could afford
such an nstitution was of serious concern
Participants were impressed by the South
African government's commitment to
Nediac and by the inclusion of the
commumnity constituency They also
commented on Nedlac's wide agenda, the
fact that it has sustained its contobution
over a penod of nearly five years, and the
number of actual agreements reached.

Structural adjustment and
sacial dialogue
The ILO also put together a regional

TN

seminar on structural adjustment
programmes and socual dialogue in
southern Africa The seminzr was held i
Harare, Zimbabwe. Participants at the
semtnar were drawn from the tripartite
bodies of Zambia, Malawi, Botswana, South
Africa, Zzmbabwe and Nanubia The ILO
and SADC played an advisory rolc at the
semunar.

The man focus of the discussions was
to impress on social partners the
importance of involving civil society in the
formulation and implementation of
structural adjustment programmes Other
important questions included.

0O Who should benefit from reform
programmes?

O How to ensure that the reform
programmes reach the targeted people?

QO How to compensate those who were

affected by the |
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0O How to use the proceeds of the
programmes in the future?
The employer delegation feit that the lack
of an all-inclusive social partner
consultative process had led 1o reform
programmes that were ungealistic and
unobtainable. Meaningful dialogue
between social partners required an
unquestionable social will from
government to drive the process.
The labour movement expressed its
dissatisfaction with the current reform
r in the h
region It said that the current
programmes were increasing poverty
because the programmes did not consider
the consequences of reform on local
industry and the labour market.The
reduction of the civil service generally led
to massive retrenchments and was not
matched by the emergence of new jobs as
‘was promised. Governments also
tabled their frustrations with
structural adjustment programmes
They complained that the time span
between the implementation of
programmes and the impact on its
beneficiatics was toe long, Generally
parties shared a view that there was a
need for government 1o initiate proactive
home-grown reform programmes. Social
dialogue Institutions needed to be
changed from heing advisory to being able
to reach binding agreements between
parties. In respect of the model of such
institutions, similar points were made as in
the ab i kshor
a broader agenda, breader consultation
base, and political commitment from the
povernment.

African

Oxfam trade unions workshop
“Trade and investment In the new
millennivm’ was the theme of this
warkshop attended by a wide range of
union representatives from across SADC,

and other civil society organisations. Its

purpose was to strategise around SADC

and globalisation, and how best to address
thus.
Discussions centered around:

O the nature of trade and investment;

Q what power relations exist and
opportunities to influence the system,

Q who potential alliances could be
formed with;

O how regionalism could be used to
reduce the costs that globalisation and
the dominance of liberalisation might
bring if not effectively managed

In this context, delegates saw the

upcoming WTO Seattle Ministenal meeting

in November as an important event
around which social movements and civil

society should strategise. There was a

recognition that unionists need to find

ways to balance members' immediate
needs with a broader strategic vision and
awareness of how trade and investment
might impact on their everyday existence.

Participants felt that these issues nceded

to be demystified in order to become

more accessible to broader society and
enable debate.

Regionalism and a post-Lomé
convention trade regime

This workshop, jointly hosted by the
Institute for Global Dialogue, the Friedrich
Ebert Stiftung and the Institut Francais
d’Afrique du Sud, brought together a
varicty of players from SADC, Africa,
Europe and South America. It provided an
opportunity to more clearly position
southern Africa in the context of various
regional trade strategies Specifically,
participants considered what the EU's
overull global strategy might be in relation
to both trade and other issues, and how
Africa was placed to
the potential benefits of interacting with
the plobal cconomy.

58

SA Labour Bulletin



Jocus: kelvinator

Rose-tinted glasses

Kelvinator’s liquidation

here is an old jazz standard, called
‘La vie en rose’, which means
looking at hife through rose-tinted
glasses 1t has to do with seeing things ina
different way depending on who you are

‘This »s the story of Kelvinator and its.
liquidation and seeing it in a different way
depending on who you are.

Kelvinator's history

In December 1996 Sovereignty
Investments bought Kelvinator, the
domestic appliances brand, from Badows
for R1.Terry Rolfe was appointed
chairperson and Simon Koch managing
director.

At Kelvinator's relaunch, Koch
pinpointed what he thought was
Kelvinator's biggest stumbling block to
success cheaper imports He cnticised
neighbounng states for employing cheap
Tabour - R2,50 per hour against R10,51
locally He suggested collective barganing
for the region and equal fabour standards
among southern African trading partners

Koch targeted NUMSA and the worhers
to enhance compettveness. In July 1997
NUMSA and Kelvinator entered into a two-
)ear agreement on wages and conditions
They shifted from plant level bargaming to
accepting centralised barguning
determinations Old workers sull received
the Barlow’s rate of R2 200 per month but
new workers were employed at the
industry minimum rate of R1 640. Koch

Eti Viok outli; i)
parties’views on why
Relvinator was liquidated. He
concludes that NUMSA was
mistaken in believing that low
wage competition from
Swaziland was the primary

cause of Kelvinator’s probleins.

also got the union to help the company
fight imports, presuming that its
relationship with the ANC would cnsure a
slower lowering of tariffs.
Kelvinator shopsteward Benjamin
Marokoant expluns ‘Whea Barlow sold
X the new i

areas that could stop the company from
going under They asked us not to have any
wark stoppages or demand cxcessive pay
increases We did this. The workers
complained because they also lost
privileges such as bursanes The workers'
commitment to productivity was also
shown when only the shopstewards
embarked on a five-week national NUMSA
strihe in 1998

By the end of 1997 Kelvinator had
increased production from 175 units a day
to 1000 An ex-director explains ‘“We
continuously sct targers. We increased
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production because we adopted a volume-
driven strategy, producing as much as
possible!

1n Navember 1997, Seartec acquired a
10% stake in Kelvinator for R20-million
based on Kelvinator's growth potenual,
South Africa's electrification and the
quality of the Kelvinator brand. In
D 1998 the Ca
Development Corporation (CDC) took 2
45% stake in Kelvinator for R34-million
based on Kelvinator's strong management
and productive workforce. These
investments took place when Kelvinator
shoswed huge losses which had increased
by 350% since 1994,

Koch told e to sign the
agreement or there would be
no investment. 1 did not like it
but the members wanted it.

In November 1998, before CDC
invested, NUMSA and Kelvinator signed an
agreement to easure the company's
survival. [t extended the 1997 wage
agreement on the use of industry
minimum rates to 2001. It also stated that
changes in conditions of employment
‘would not be i ifit i ed the

third and its minimum rate was R9,60 per
hour.

A share of nothing
Koch wanted the workers to own part of
the company so he allocated them a 20%
shareholding.'Founder members' who had
been working at Kelvinator got more
shares than those employed after Koch
took over He also offered 20% to the
union, but NUMSA did not take up the
offer. The understanding was that, when
Kelvinator listed on the stock exchange in
1998, the shares would be worth
something.'However, says the ex-director
‘because the company never listed,
cveryone's shares were worth nothing!
Later, the shopstewards were bitter.
Marokoani says ‘the workers coukl not sell
their shares or trade with them. If you left
the job you could not get money for the
sharesAnother shopsteward, Aaron
‘Thinane, believes management cheated
them.“We were supposed to get part of
the profits at the end of the year but it
never happened They took us for a ride.
Management made promises and got us to
work harder but nothing happened?
Lance Cellier, the former human
resources director, belicves ‘Koch brought
a vision and the workers bought into it. He
them and the union. He wanted

company’s costs. George Choshane,
reglonal sceretary of NUMSA-Wits,
explains:'Koch told me to sign the
agreement or there would be no
investment. [ did not like it but the
‘members wanted it!

Emmanucl Sikakane, a shopsteward,
says that when CDC decided to Invest,
Kelvinator abolished all plant-level
bargaining for centeal bargaining. It started
paying workers monthly instead of weekly
to improve its cash flow. By July 1999,

to be rich but he wanted to take the
workers along’

Choshane says Koch was veey clever as
he divided the factory into two groups.'He
made surc that the workers did not listen
to the shopstewards. They were very loyal
to Koch Itold them never to make
management your shopsteward. You could
be left on your own.!

toits the pany
‘was only paying overtime at onc and z

Liquidation
Kelvinator was placed under provisionad
on3 1999 with

1 200 jobs under threat, On 8 September T

€0
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met the Kehanator shopstewards at the
NUMSA office in Alberton It i filled with
SACP stickers procliming "Halt job losses!
People before profits!”

Sam Namane, chairperson of the
shopstewards, explamns *On 1 September
we were consulting with management
about 200 retrenchments They proposed
10 September for the retrenchments and a
temporary shutdown of the company Yet
when we arrived for work on 2 September,
production had stopped. Management told
us that the company was under
provisional liquidation and praposed that
we shut down the next day...\We never had
a chance to save the company*

“Workers see liquidation as a thorn -
that they are going to forfeit everything,
says Thinane.

On 10 September, during 1the
bquidavon, the National Productivity
Institute (NPI) announced the 37 winners
1n its annual productivity contest.
Ironically, Kel tor won a bronze medal

‘Will the workers see any of the money

from the hgwdators? Hendnk Quinn,
to the bqui eaplains

the procedure "Admunistration fees are
pad first, including the hqudators Then
banks are paid as their assets are secured
Then we pay the Recever of Revenue and
other government taxes. The workers are
next in hine "The hquidator will know how
much the workers get once the offers for
Kelvinator have been finalised

Tt secems that companies going broke 1s
only bad news for some Liguidators
receive more than R1-billion n fees each
year These fees are calculated as a
perceatage of the assets recovered from a
Liquidated company with 10% being the
norm

Why did it go under?

There are different opinions on why
Kelvinator went into rquidation
Depending on what glasses people were
wearing, they cither blamed the low
wages in neighbouning countries or
Kelvinator's strategy
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Shopsteward Wiseman Ngwane does
not know why the company went under.
*Top management knows They reported
to us that «t is competition from
Frndgemaster in Swaziland as they have
fewer labour costs!

NUMSA ageees and claimed in the
Business Report, that Fridgemaster (which
has about 50% of the local market) pays
R2,50 per hour compared to Kelvinator's
R10,01. Fridgemaster's reply was that their
wage is R4,80 per hour.

Ephraim Dlamini, generad secretary of
the Swazland Manufacturing and Allied
‘Workers Union (SMAWU), says that wages
at Fridgemaster are actually becween
R3,22 and R4,00 per hour. SMAWU does
not have a recogmition agreement with
Fridgemaster as they have organised only
500 of the company’s 1 600 workers,
Diamini chims that the relattonship
between the workers and management at
the company is not good and that the

company's low sages brought Kelvinator
down:'In Swaziland we have a different
situation to South Africa. Our workers only
have ane home - not 2nother i a former
homeland also. So their cost of living is
cheaper’ Mangan claims that, because of
custom duties and transport costs, his
company has no advantage being in
Swaziland He says ‘Kelvinator has been
blaming everyone except themselves:
Fridgemaster for cheap labour costs and
‘Whitlpool for dumping Half of
Kelvinator's production was stoves and
half was fridges. So even If our los wages
in Swaziland brought Kelvinator down, it
only explains half of their problem as we
only produce fridges there. We produce
stoves in South Africa where we pay
industry rates’

Cellier, however, agrees that Kelvinator
went under because of Fridgemaster's
lower labour costs. But then why did ather
local companies, like Defy, not go under?

company victi workers for
to the union ‘Fridgemaster's attitude does
not allow us to organisc there.

Cellier feels that the workers
did their best. They all took a
wage cut and productivity was
unprecedented.

In reply to Dlamini’s accusations, Geoff
Mangan, chairperson and chief executive
officer of Fridgemaster, explains:'If one
Includes the Incentive schemes and
benefits, the wages come to R4,85 per
hour! Mangan denics Dlamini's claim of
union members belag victimised and the
union belag stopped from arganising ‘1
was a union member myself and respect
its role!

Mangan docs not agree that his

Celtier again: and

competed head on, whereas Defy was also
strong in other areas. Defy is also a well-
established business.

According to Cellier, the industry felt
that Barlow should have closed, rather
than sold Kelvinator as the market was
overcrowded. However, when Koch
stepped in, he inspired and motivated us
to the extent that we thought we could
compete. Clearly there was not place for
four manufacturers! Cellier feels that the
workers did their best. They all took a
wage cut and productivity was
unprecedented.

Ross Heron, Defy's managing director,
describes Fridgemaster's labour rates as a
factor, but not the reason for Kelvinator's
demise. He believes the demise of
Kelvinator, one of the smaller companics
in the industry, is part of 4 rtionalisation
process as the industry is exposed to
global competition. Tight economic
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conditions contnbuted to the situation

The ex-director also does not see
Fridgemaster as the reason for
Kelvinator's demise “The reasons were
the volume-driven strategy, the
company being top heavy, the
cconomuc conditions and the role of
the retailers With hindsight volume
production was the wrong strategy
Every month we reached the targets set
and would still lose money With a
volume-dniven strategy, you flood the
market, causing supply to go up and
giving the retailers the power to get the
cheapest price. It also increases
inventory costs’

€DC, who had invested R3 i-mullion
in Kelvinator ten months earlier, also
attributed Kelvinator's demise to its
volume-driven strategy Another factor
was its weak position in the appliance
market.

Meschack Robertsons, NUMSA
regional organiser, believes that the
reasons are multiple.‘Kelvinator
increased its production rate so quickly
that 5t had to reduce its prices The SADC
trade agreement is another reason We
have had fruitless meetings with the
Department of Trade and Industry (DTD to
ensure that tariffs are not reduced quicker
than required”

Company for sale

At the time of my interview with the
workers, they were looking for someone
to buy Kelvinator. Onc possibulity was
their own

Meschack Robertsons of NUMSA

»‘T‘?

Mangan denies that Fridgemaster is
interested in buying Kelvinator or the
brand name Heron, however, admits that
Defy wants to buy Kelvinator's assets and
not only its brand name Defy has made an
offer and is currently in negotiations with
the hiquidator. If the offer is successful,
Heron believes it would be necessary to
rationalise."We will start a new operation
with 250 sustainable jobs and produce 1o
viable levels and activity’

itis not allowed to invest in the sector
‘where NUMSA organises. So who can
invest in this sector?

Two candidates arc Kelvinator's
S itors, Defy and
Choshane believes they only want
Kelvinator’s brand name and might close
down the factory.

If Kelvi were to open again, the ex-
director suggests it uses 1ts quality ‘People
will pay a premium for quality but then
your production must match demand 1
you flood the market with your expensive
product and it does not sell, you will have
to offer your fridges to the retailers ata
cheaper rate Then they will never buy
your fridge at the original price agun®
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Another offer is from a consortium
including employees and Koch.The
proposal entails each worker purtting
down R10 000 to finance the offer.
Choshane explains:‘The workers can get
the money from the Metalworkers”
Provident Fund but if the company goes
down the worhers will be in trouble.The
workers accepted the proposal but the
leaders have advised against it.
Nevertheless, it is the workers’ decision in
the end.The other problem is Koch’s

everywhere!

Sipho Ngcobo of the Business Report
agrees. He says that the DTT has not
addressed appeals for tadff protection
against competitors with lower labour
costs 'If Kelvinator is not a lesson to South
Africa, nothing will ever be. Cheap imports
from low-wage economies destroy South
Africa’s manufacturing base.

More than workers
Depending on who you are, you probably

involvement. He messed up the comp:
in the first place!

The consortium has agreed that the
workers will be paid R9 per hour - under
the industry msnimmum - to ensure survival.
However, the difference between R9 and
Fridgemaster's wages is still large.
Choshane believes ‘you can only match
Fridgemaster if you pay the same wages.
People do not buy fridges because there is
a South African flag on the side. The price
is all that matters.”

‘The only thing that can save Kelvinator,
is povernment involvement, argues
Choshane. He believes government should
link its RDP housing projects to Kelvinator
products.‘Putting fridges and stoves in
houses will keep jobs, generate taxes and
stimulate the cconomy.

SADC

Choshane argues that the SADC and the
DTI need to look at low wages being paid
in neighbouring countries. He suggests
labour law be put on the agenda when

dis ing trade and that be
bascd on labour cost as well,

Heron warns 'the situation of
companies moving out of South Africa
must not get out of hand The SADC
agreement should include labour
legislation so unions can organise and
bargain in all the countries. It is unfaic if
unions are not able to organisc

saw The
disappointing aspect of the story is the
plasses that NUMSA put on. It accepted
management’s call that low wages in
Swaziland caused the company’s demise,
even when the main reason might have
been the volume-driven strategy. If the
union had done more research it might
have realised this and done more than
accept wage and benefit cuts and try to
keep protective tariffs up. It could have
been more progressive through
challenging power within the company,
building solidarity and linking to
development projects - for example, it
could have challenged management
strategy, linked up with the Swazi unions
and taken up Choshane's proposal on the
RDP housing projects.

Another issue concerns the role of
management and government, This story
shows the workers’ determination to make
Kelvinator work.They took pay cuts, made
sacrifices and gave up benefits. Did it
work? No, their company closed down. But
it takes maore than the workers. It is about
choosing the right company strategy if you
are the management and creating a
conducive environment if you are the
government. It takes three to...tango, %
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1'est1'uctm'z'ng, collapse and struggle

n 7 September 1999, the
'workforce of Kelvinator South
Africa in Alrode was notificd of

the company’s application for provisional

liquidation.As a result, 1 200 employces

were left jobless: about 810 of them are

NUMSA members whose shopstewards

declared that the company had not

consulted the union over its intention to
hquidate. In this way, what in 1997 had
been announced as a courageous and

i il in and

humaa resource management in a highly

competitive sector came 1o a halt (see box

on p 66)

Kelvinator was started as a producer of
electric domestic appliances at the end of
1996 when Sovercignty Investment bought
Barlows Appliances as an on-gowng concem
for the price of R1.This followed the
collapse of the company and the retrench-
ment of its 800 workers At the time, Simon
Koch, chicf executive officer of Sovereignty,
identified the company as a profitable
business in what loohed like a promusing
and expanding marhet because of:

Q Eskom’s electrification programme
which strengthened expectations for a
rising demand for durable consumer
electrical goods,

Q policies mmed at promoting a new
black middle class;

Q the spread of new consumerist
attitudes promoted by the media

A brief period of expansion for the South

Franco Barcbiesi argues that
a company'’s efforts to survive
are limited by the structitre of
the economy and the demands
of finance capital.

Afnican‘white goods’ industry seemed to
confirm such expectations The marhet
leader, Fridgemaster, closed 1996 with a
market capitalisation of over R700-million,
while Defy announced spectacular
turnoter increases.

Comparnies operating in South Africa
were eyeing promising opportunities for
export in the continent, while new names,
such as Whirlpool, entered the market

with for

However, this short-lived boom did little to
address the structural shortcomings of the
industry, which became apparent once the
sector was adversely affected by a broader
economic downturn

These shartcomings are part of a
scenano where local producers have not
been able to overcome their dependency
on foreign multinationals During the

era, lack of i had

been counterbalanced by protective tariffs
against foreign competitors This
protection allowed the growth of many
producers and brands in a relatively
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Assessing participation
When Kelvinator relaunched, NUMSA
members accepted wage deductions in
order to ensure the company’s viability.
Shopstewards recognise now that ‘it took a
fot of strength for workers to start the
company again’. In fact, workers' retrenched
by Barlows had to contribute Iheir packages
nto a separate account run by the new
cempany. In this way workers defined as
‘lounder members’ were given shares
equivalent to 20% of the new company. They
also accepled a no-strike pledge and a
‘wage freeze', NUMSA agreed to Seifsa
wage rates for one year for newly recruited
workers from 1 June 1897. Such rates were,
at operators' grade 17, equivalent to R8,03
per hour, compared to the R10,42 that lhe
workers had been getting In this way, the
union agreed to a breach of cenlralised
bargalning, and introduced a division in the
workforce

When CDC invested i Kelvinater, it
demanded that NUMSA accept what a
senior shopsteward now calls a ‘taugh
decision’: an extension of the Seifsa
minimums for new employees. They ereated
a'grade 17b' for new worker's whose wages
would be lower than founder members in
‘grade 172", doing the same jobs. This
sgniled a sense of batrayal on the part of the
‘new’ workers, who had expected the
company's wage differentials to be bridged.
It radicalised the shopstewards wha then
embarked on lunch-time demonstrations,

Kelvinator management agreed that
continuing the wage differential was 'not a
great strategy’, since if crealed a potential
for disruption, It is, however, interesting 1o
quote Simon Koch's analysis: ‘It was &
mistake to employ workers with matrics. |
thought they were smarter and | wanted to
give them a chance, but labour infensive
production was not suited for them. This
slatement recagnises that hiring educated
and consclous workers Into a production
process based on routinised manual labour
and lowering wage levels could only intensity

factory militancy among what Koch
describes as ‘distuptive young workers with
nothing to lose’.

The company believed that the ‘new”
members resentment against the founder'
members caused the low trust in the
company. But many of the older employees
{elt betrayed by the company. In fact, founder
members efther did not oppose or even
supported the ‘new’ workers demonstrations.

‘Founder’ members argue that dividends
were never paid to ihem because the
company never disclosed its financial
statements. Kach's reply was that it was
‘nonsense’ that NUMSA did not have
access to information. He stated that the
‘company never pald dividends because it
had not made a profit since 1996 and
blamed the union for failing to communicate
this to workers. He attributed this failure to
the union’s lack of trust and its boycott of
the company's ‘consultative forum’ after the
radicalisation of the shopstewards on the
question of wage differantials,
Shopstewards, on the other hand,
reciprocated the accusation of lack of trust
by attacking the company's strategy of
mass capacity production, hinting at the
{act that huge stocks could have been a
strike-breaking device.

Keltvinator Is one of the many recent
examples of the falure of consultatrve or
codeteminist warkplace structures. NUMSA
had initially agreed to the forum as part of its
commitment to relaunch the company. The
union had thought that It could use warker
participation to engage management
meaningfully and atfect company policy-
making. However, this was an flluslon. Part of
the reason that workers rejected workplace
Pparticipation was that they were radicalised
when the company unilaterally recruited
casual employees and sel up a wage
differential Once again, unequal power
refations and unitateral restructuring limited
the potential of participative and consultalive
workplace struclures.
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fimited and racially skewed market gearcd
10 low- and middle<lass white consumers
Simon Koch's Kelvanator entered such
a scenario with an ambitious programme
for restructuring, diversification and
expansion. The company opened a new
cookware division and planned to increase
production This would stretch its
capabiliues in 2 market where

1200 jobs

focused on producing stoves because they
were more profitable At the same time,
however, the marhet became more
compettive. Between 1996 and 1997
there was an increase in supply of 750
units per day Morcover, the masscapaciny
route followed by the company meant
increased stocks and work-in-pragress

retailers can set prices,and
relationships with distnbutors
depend on providing for bulk
orders According to
Kelvinator's financial director,
Andy Fenn, this scenario forced

Market problems and overproduction
ultimately shifted managenient
strategies towards containing wage costs
to increase comnpeltitiveness.

the company to opt for a high-

volume approach It aimed to benefit from
cconamies of scale and negouate beter
prices with supplicrs through bulk deals
Production was therefore pushed from
200 uaits per day in 1996 to 1 000 by the
end of 1997 with a target of 1 300 umits
per day for the following year Kelvinator

Road to collapse

of the union's the
expected upturn n demand failed 1o
materiahise when high snterest rates
dented the company’s profit marguns
Kelvinator's stochs mcreased and selling
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prices plunged - 1999 prices were 10%
lower than in 1997.This created renewed
tensions between the company and
retailers, making some managers question
the validity of the mass capacity road.
However, Koch continued to defend it as
the only viable solution at the time. Market
aad i

on p 66).

When Kelvinator decided to liquidate it
cited market difficulties and a breakdown
in relations with the workers as the main
reasons for its decision. One year carlier

had made a to
banks and shaccholders that it would cut
ion to 700 units a d:y But this hnd

shifted management strategies towards
containing wage costs to increase
competitiveness Management also
identified a challenge to the company's
survival - lower labour costs and a greater
capaciry to hirc and fire in Fridgemaster’s
new Swaziland plant. Koch accused
Fridgemaster of dumping frudges in South
Africa - friclges made in Swaziland at
hourly rates reported by NUMSA as R2,10,
against R11,10 paid at Kelvinator.

proved i in
investors. CDC withdrew from an earlier
agreement 1o contribute a new rescue
package in what had become a risky
business for them. Banks then withdrew
their support for the company. Kelvinator
management agreed that the bank’s and
sharcholders' decision was due to a‘panic
reaction’, based on over-estimating the
market difficulties and the labour
problems experienced The banks and

had also i

s were
paid 2,5 to 3 times higher that

Kelvinator's comgetitive potential.

during 1999, Fridgemaster took over the

& Cooper's li
process defined Kelvinator's decision as
and not based on its

When Kelvinator decided to lig it effective viability. However,
. . . . shopstewards claim the decision
cited market difficulties and a to liquidate effectively stalled
breakd in relations with the NUMSA's demand for full
isi of the

as the main reasons for its de

financial situation - information

liquidated UNIVA plant in Alrode to
produce stoves and to store imported
fridges. NUMSA reported production
increases at the UNIVA plant from 90 to
200 stoves a day, malnly achicved through
using short-term, lowly pald contract

it necded to consult around
proposed retrenchments. Koch 2ad Fenn
agree that the decision to liquidate was
premature and that the company would
need to be fundamentally resteuctured if it
were to continue,

Kelvi 's fall (and rise?)’

workers in an anti

Kelvinator intensified its own low-
wage competition strategies. The
Commonwealth Development
Corporation’s (CDC) investment in
Kelvinator of R34-million in 1998 was
conditional on extendiag the Scifsa rates
beyond their June 1998 deadline for 170
new non-permanent employces (sce box

‘The story of the CDC involvement in
Kelvinator shows that the survival of
relatively low-technology sectors exposed
to Intensc international competition
depends on interventions by finaneial
actors with no specific and deep rooted
interests in the industry, This demands
short teem, drastic processes of
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‘mtionalisation’ in exchange for new
nvestment. In the case of Kelvinator,
this involved downsizing producuon,
retrenching workers and increasing
wage fexibility - which ulimately
contradicted the company’'s ‘mass
capacity’ strategy However, the
liquidation process provides
apportunitics to restart the company
on a terrain that is closer to the
priotities of management,
sharcholders and financial capital
Such priorities are currently shared by
a very influential section of
Kelvinztor's managment. In fact, Andy
Fenn is openly critical of the ‘mass.
capacity” strategy which created
‘unnecessary tensions’ berween the
company and the retailers. He also
recogniscs that the shareholdees'
premature lack of support wasa
product of impatience of poor
financial results, high wages and
worker resistance At the same time,
however, he is of the opinion thata
restructured Kelvinator will not be
able to continue as before and will e
forced to downsize production and the
‘workforce.

Current rescue bids for the company
promote rationalisation Defy’s offer aims
to gain control of the Kelvinator brand for
producing fridges, close down the
cookware scction,and re-employ 350 of
the current 850 production employees.

While totally opposed to thus rescue
attempt, NUMSA is currently dealing with
the Industrial Development Corporation,
whose availability to invest in the company
is conditional on identifying other equity
pantners They may be looking to Bectrolux
and NUMSA is likely to approach also
COSATU investment fund, Kopano ke Matla.
While this latter scenario could have more
positive consequences for the maintenance
of current employment levels, it nonetheless

The white goods industry is very competitive.

reinforees the impression that the future of
the company will largely depend on
strategies of brand management determuned
at the level of large mulunational
conglomerates and local financual capual

Implications

Kelvinator's‘'mass capaciry” strategy faced
inherent contradictions that ultimately
accelerated a sctback for local
‘manufacturing capital. In particular, the
company's assumptions that domestic
demand would expand, proved unrealistic.
Mass demand for ‘white goods’ from the
rising black urban middle classes failed to
rmateriahse This is not just a product of
temporary factors such as the high interest
rates. It has rather to do with the absence
of a sustained domestic demand for ‘white
goods’. A model of mass production and
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based on i-durable goods
was made possible clsewhere by policies
of expansion of domestic (mainly working
class) demand. In particular, welfare states,

social security models and centrally

expanded demand in the domestic market.
1In South Africa, this scenario seems
unlikely, given GEAR's restrictions on
social spending which results in limited
welfare and workers having to pay for
social services. This increases the
households’ costs for reproduction and
reduces the income available for
consumer goods.

Morcover, the palicies of cheap labour
and wage containment followed by
companies such as Kelvinator can hacdly

provide the kind of expected mass.

Finally, the story of Kelvinator’s
liquidation carries important fessons and
implications for union strategy. Not only
does it reveal the importance of full
information disclosure in order to asscss.
company’s claims and strategies. It also

ions the very of \pany

specific information. In fact, mere figures
and data showing performance and
productivity results are of little value when
powerful financial actors compel companies
to restructure, downsize and retrench.

Moreover, unions must be able to deal
with on the
of the industry. This includes knowing the
labour practices of foreign competitors and

of domestic ies. Such

information should then be used to
co-ordinate resistance to low-cost

strategies,
Kelvi ’s collapse should be hised in a define alternative views
more general scenario of the crisis of a model of 204 Winpopular
su
ng oD where Kelvinator’s collapse
rationalisation and profitability demand lower should be analysed ina
oz, more general scenario
employment levels and lower working conditions. L= " model of
manuficturing

consumers for their own products
Morcover, an industrial area such as the
South-East Rand is affected by high formal
unemployment - calculated at above 25%
by the Development Bank's (DBSA's)
Gauteng Development Profile - and the
nesw jobs that are belng created are casual
or contract low-wage employment.

It does not come as a surprise then if
the market for ‘white goods’ remains
restrictet and unpredictable and as a

development where rationalisation and
demand lower
levels and lower working conditions This
undetlics the problem of a working poor -
workers who are camning less and less, but
having to pay higher prices for goods and
having to pay increased amounts for social
services Unions need to therefore not only
fight to retain employment and conditions
of employment, but also for a social wage,
based on the redistribution of social

to
reduce wage costs 1o restore profits. This
takes place at the same time that local and
international financial capital are

and access to universal
decomodified social rights %

Franco Barcbles is a lecturer in the

of. of the

ploy
reduced wages and '3
as conditions for investment.

and a member of the
Soctology of Work Unit (SWOP)
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Clothing and textiles

ensuring survival of the South African industry

n the 1990s, few countries have
]man:gm 10 escape the effects of

The term

describes the dramatic increase in the

flow of information, goods and services,

technology, investment, and the rise in
multi-country production networks This
has fundamentally changed the context
within which the crcation and cetention of
jobs occur. Policy-makers tasked with job
creation and sustainable development thus
face new challenges, such as

O using globalisation as a lever for
cconomic development,

O containing the socual and economic
imbalances that result from
globalisation.

Meeting these challenges requires.

O transforming the policy-making
[ ,and identifying
the forces that shape the development
of global networks of economic
activities;

QO a strategic assessment of the
opportunities and constraints that these
networks create for local firms and
institutions;

=] ing i i o

Augustine J. Williams and
Stephen Hanival argue that
business, labowr and
government must jointly
strategise and act to ensure the
survival and growth of South
Africa’s clothing and textile
industry.

across industral, and increasingly, service
sectors

Global production networks
One of the key consequences of the lower
costs and increased speed of transport
acrass the world has been the increased
potential to develop mult-country
production networhs where specialised
production functions are carried out in
ifferent countries The clothing industry
has become a particularly successful site
for thus, although the approach is

promote economic development.
However, before we can suggest that
globalisation can be used to South Africa’s
benefit, we need to understand the
organisational processes that underlie
globalisation and the growing i

applied to the foorwear, autos
and even scrvice sectors

1n the clothing pipeline, the more
labour intensive production functions,
such as Cut-Make-and-Trim (CMT), are
‘delegated’ to developing countries while
the i iring higher degrees of

integration of international activities

skill, such as design services, arc allocated
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10 developed countries. This method of
production tends to be vsed for mass
produced goods as the quality required is
generally fairly low.

The high skill component is often the
Iighest paid. It is thus not sucprising that
the network is chamcterised by hundreds
of i small CMT sub-

risen as income levels in developed
countries have increased.These markets
are not easily served by the type of
production networks described above as
they require higher quality and quicker
response times. Whether SA can compete
in these sectors remains to be seen.

I: t trends

) in p
countries whilst the relatively well
remunerated functions remain

‘The geographical distribution of
pmductwn in the textile, clothing and

in the It

As more and more Jeast

ics has changed

countries see the clothing pipelln: asa
source of [ow cost jobs, the competitive

in the past 25 years. This has
resulted in sizeable employment losses in
Europe and North America and

pressure across the labour i p gains in Asia and other
network builds. The source of ping ies This has largely
d then one of

wage costs and labour flexibility.
Under these circumstances, South Africa
will find it increasingly difficult to
i it there is

as a result of i

ition from P

which have been relatively successful in
acquicing the limited skills and capital

a sccond option.The demand for relatively
customised, high quality fashion goods has

ired in the clothing
sector particularly. Moreaver, developed
countries have seen the benefits of
outsourcing the labour

Table 1: Perc in loy it ive parts of the

in textile, clothmg and footwear dustries, production process to

1980-1993 developing countries in an

attempt to cut labour costs,

Finland 71,7 Mauritius 3446 Table 1 shows the extent
Sweden -85.4 Indonesla 177,94 of some of these shifts in
Norway -64,9 Morocco 166,5 recent years, highlighting in
Austria -51,5 Jordan 160,8 particular, the increase in
Potand -51,0 Jamalca 1017 employment in Mauritius,
Syria -50,0 Malaysla 101,2 Malaysia, Mexico and China.
France -454 | . Mexico 85,5 “The shift in employment
Rungary -43,1 China 57.3 from developed countries
Notherlands -41,7 fran 34,0 to a range of Asian, Latin
United Kingdom -41,5 Turkey 33,7 Amecrican and even African
New Zealand ~40,9 Phillpplnes 31,8 developing countrics has
Germany -40,2 Honduras 30,5 led to a fucther

Spain 353 | chite 27,2 intensification of

Australta -34,7 Kenya 16,1 ‘ competition within these
Argentina 32,8 tsrael 134" sectors.This competition
United Statas -30,1 Venezuela” - 7.9 has been characterised by a

(Source: ILO)

'race to the bottom’In
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terms of labour production costs In some
«cases this involves only wage ref;

Tost substantial numbers of jahs the labour

In others, it nvoh es the repression of
worker rights, reduction of worker
benefits,and the increased use of cluld
labour and forced labour
‘The response of developed country
policy makers 10 these significant
employment shifts has involved an
approach that draws on primanly five
strategies, although individual countries
have weighted the relative emphasis of
cach strategy differently. These strategies
include:
0 erecting high tariffs and quota barriers;
Q re-focusing production on high value/
high quality niche markets,
Q0 work intensification;
U re-training refatively unshilled workers,
Q modifying production processes and
structures of organisation and
management.
These strategies have, in many cases,
resulted in a stabilisation of employment
in the textile and clothing sectors at a
*socially and politically acceptable’ level.
Whilst it is clear that protectionist
i remains in

cost remains very

Employment in South Africa
Tmployment in South Afnca has generaly
been on a downward path since 1996 The
last five to six years have been

2 ed by changes in go E
industrual policy, including the phasing ou
of substantial export subsidies and
investment subsidics Moreover, the new
government's ndustrial policy has been
based on the view that many of South
Africa’s key consumer industnes, having
developed with substantial protective
tanffs, need to restructure to ensure their
long term survival and growth potentral.

Restructuring’s impact on
employment
In the clothing industry in particular,
substantial job losses have been seen in
the formal scctor over the period 1996 to
the first half of 1999 (see chart on p 74)
Whilst these job losses are in themselves
«cause for concern, it appears that a quite
complex restructuring of companies

is also

itis hy that these

continue to compete in the international
market and quite successfully in their
domestic markets, in specific niches.

evidence suggests that there are
essentially three stages in these
restructuring processes The first phase
involves companies outsourcing

there is little evid
that globalisation has led to a parrowing of
the labour cost gap between developed
and developing countries Table 2 indicates
that while developed countries may have

Table 2: Hourly labour costs

ipheral services such as catering,
‘maintenance and security functions as
they attempt to reduce casts to meet
international competition. However, the
benefits of this relatively easy phase of
restructuring are soon [ost as
internarional competition continues

Germany $18,40 Mexico $1.70
ltaty $1570 | HongKong  $3,70
France $13.40 Korea $3.80
Japan $10,30 Taiwan $4,20
Canada $10,50 China $4.20
United States §10.00 Spain $9.70
(Source: ILO)

to reduce profit margins

The second phase of
restructunng involves a more
substantial restructuring of the
production process as companies
begin to sub-contract the more
specialised services that cannot be
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Employment trends in South Africa

these infarmal producers,

14000 [ - -

e »\»\D

In0 e has a second round effect,
evident through the
flouristing of informal
e traders in the clothing
sector. These informal
producers range from
‘backyard’ machinists
producing low quality
tracksuits and school
uniferms for neighbours to
refatively sophisticated
‘design houses’ producing
far the major retailers

o These informal

E
E
ot & Tewie Enplovmen

w0
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viably undertaken in-house. These services

o f
production units have a

number of distinct
advantages aver formal
sector manufacturers. For one thing, it i

could include design services or

for labour

requiring sq (aftea

dedicated machines or skills. If this
restructuring does not lead 1o sultable
increases in profil margins, it s likely that

the firm will now be forced to consider a
drastic ing of its

Je to caforce the legal Industrial
Council wage rates. [n addition, most of
these informal operators do not pay their
workers any benefits,and as the
employment is dependent on the

process.This, the final phase, generally

of work, labour flexdbility is
extremely high. Furthermore, as

involves sub- avery

portion of the production process to small
and/or informal manufacturers.This is
usually accompanied by significant
retrenchments,

Growth of the informal sector

The labour movement has, with good
reason, brought the plight of these
retrenched workers to goveenment's

often takes place at home the
informal firm's overheads tend to be very
low. Finally working hours are completely
flexible, with the machinists working
according to client deadlines. If need be,as
one informal firm owner remacked, a
24-hour day can be worked.

‘This completely informal sectar exists
alongside the more formal labour brokers
‘who have a very close link with formal |

attention over the
last few months. Hosvever, Satinger ef al
argue that far from being helpless and
disempowered, many of these retrenched
workers rapldly become entreprencurs or
sub-contractors In the informat sector. In

sector manufacturers and indeed in some
cases a direct link with retailers. These
labour brokers, which are essentialty CMT
operators, pay Industrial Council wages and
ablde by most libour reguiations, However,
even thesc formal operators, which are

addition, others find oy with

these informal sub< Salinger et

a result of formal manufacturers

@l also arguc that the very creatlon of

to
increasingly sub-contract their surphus
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Labour must strategise with government and business on the future of the industry,

production to iformal operators The main
reason given by industry players for the rise
in these innovative relations of producuon is
the production and labour flexability that
they offer

Policy implications

In this section we are concerned with the
question:What implications da these
employment trends hold for economic
development in South Africa. Put
differently, what does this actually mean
for labour, business, and government?

For labour, the current trend holds a
number of dangers. Clearly the shift to
informal employment, as it involves the
retrenchment of workers, results in
reduced job security in the formal sector
and the erosion of SACTWU's membership
base. Morcover, the difficulties of
organising in the informal sector are well
known and it would require a significant
response from the union movement to
'make any inroads into unionising the
informal sector at all Until now, this
response has not really been forthcoming.
Furthermore, workers' rights and benefits
are Likely to come under increasing

pressure within the informat sector where
the very absence or suppression of these
nghts essentially provides the compettive
advantage for the sector. Formal sector
workers are also likely to see their benefits
and rights under pressure as the
demonstration effect of companies who
successfully shift production to the
informal sector encourages more and
more other companies to attempt it.

For business, who may at face value
believe informalisation halds only positive
spin-offs, the long-term effects may also be
negative. For example, sub-contracting a
part of the production process is unlikely
to be an casy step.A whole range of
crucial factors would necd to be satisfied
by the sub<ontractor. For example, the
subcantractor would have to be able 1o
guarantee quality, reliable delivery, quick
response 10 orders and more. The risk to
both the subcontractor and the formal
business is likely to be high. If the
subcontractor does not, for example,
maintain quality levels, the formal business
could cancel its contract, spelling disaster
for the subcontractors. Similarly, if the sub-
contractor does not deliver, the formal
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business may well find its retail contract
cancelled which, during a time of low
demand, could also be disastrous.
Moreover, whilst a strategy of sub-
contracting may win business a temporary
respite from global ition, it is

clothing sector, strategic positioning of the
industry is required. It is increasingly clear
that South Africa cannot compete with

low cost, labour abundant economies. Nor
is South Africa willing to offer the kinds of

already clear that this steategy, applicd by
all our developing country competitors

can have only one realistic outcome. Thls
outcome simply involves the

that wage
suppression such as EPZs Almost the only
strategy left then is to focus on the high
quality, high skill end of the value chain.

pressure on informal operations to lower

costs until the country with the [owest

informal sector wage costs dominates.
For g 100, i isati

in many developed countries, this is
precisely the strategy they followed and we
have shown that wage rates in these

tries remain

holds significaat risks.The most obvious of
these is that as most informal sector
businesses do not pay aay form of tax, the
existing tax basc will simply become
progressively smaller.This applies to a
range of taxes including corporate tax, the
Skills Levy, UIE and PAYE. In nddmon inso
faras is also for

higher than in
developing countries.

However, to be successtul here will
require much more than simply extea
training and market research.To
successfully compete in these segments
requires a commitment from all tripactite
role players to think innovatively and act

the protection of worker/human ng.hts,
government is likely to find it i

isi) in order to the long-
term viability of the Industry. This will

difficult to police Its various pieces of
Iabour legislation, However, many would
also argue that as the informal sector tends
to use more labour intensive production
and retailing methods, the net effect on
employment has in fact been positive and
people are being given the opportunity to
become entrepreneurs. While this may
have some truth to it, these arguments
tend to romanticise fife in the informal
sector. The reality is that foc many working
in the infarmal sector, hoth as cmployers
and employecs, day-to-day life is more
about survival than enjoylng the fruits of
being an entrepreneur.

If sve accept that informalisation of
production In the clothing sector Is
occurring and perhaps even accelerating,
what then Is the role of government,
business and labour In this process? We
‘would argue that if South Africa is to be
successful in retaining at least some of the

require op: inded debate on a range of
Issues from work organisation to skills
development to co-operation berween
exporting firms, and more. These
discussions are long overdue but to wait
much longer will doom the South African
clothing industry and many hundreds of
‘workers to a life of sweatshap labour with
severely restricted worker dghts in the
informal sector, %

Augustine [ Wilttams (Guss) is Assistant
Ditrector; Industrial Policy and Rescarch,
Department of Trade and Industry (DTD
Stephen Handval fs Director: Policy Analysis
and Strategy, Department of Trade and
Industry They are both currently part of the
sector summit researcl team tbat DT1 bas
established to provide input for the
upcoming sector summits in varions
industries The article is written in their
personal capacity and does not represent
DIT's views.
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Think twice before you mess

with us

Bulletin: When and why was FEDUSA
Jormed?

Milani: TEDUSA was formed on 1 Apnl
1997.The Fe of O

Tanya van Meelis and
Rugaya Reces iutervicw Chez
Milani, general sccretary of the

Represcaung Civil Employees (FORCE)
and the Federation af South African
Labour Unions (FEDSAL) merged to
become TEDUSA. There was a need for
affibates 10 have a relevant federauon that

Fed. ion of Unions of South
Africa (FEDUSA).

could address the needs and aspi of
their members and play a role in policy
issues affecting labour

Bulletin: How many affliates do you
bave?

Miltani: We started with 25 affiliates and
515 000 members. In July this year we had
27 affilhates and 555 471 members We
encourage our member affiliates to merpc.
The biggest merger we had was in 1998
‘when ATEASA merged with OASA to form
the UASA.

We distinguish hetween mergers and
incorporation. Incormporation occurs svhen
a small union joins a larger union PHOSA
became incorporated into PAWUSA and
WUSA became incorporated mnto
SALSTAFF It is ant ated that SALSTATF
and TWU will merge s0on to become a
powerful transport union Our largest
affiliate 15 the PSA.The oldcest trade union
in the country is SATU (101 years old) and
they are also an affiliate.

Do you intervene in the
internal workings of your affihates?

Milani: Our affihates are autonomous in
their operation and we do not interfere 1n
their internal working, as long as they
operate witlin the scope and ambit of our
constitution and policy lud down by our
congress and the NEC By the same token,
we do not like affihates inteefering in our
internal working outstde of the relevant
structures We get involved in affibates
internal afairs of they ask us to intervene
s

Sun Air's closure, Igoli 2002 are recent
examples of issues we 100k up at the
request of our involved affiltes

Bulletin: What do you see as FEDUSA's
role”

Milani: Our main goals may be

summarised as follows, firstly, to unite
worhers under the FEDUSA umbrella
around important and refevant issues;
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secondly, to provide a platform for
affiliates to participate in tripartite
structures and other structures at national,
international and provisional level; thirdly,
to disseminate information to our affiliates.
‘We aim to be a major role player both
nationally and internationally; build
capacity among affiliates; defend and
protect our affiliates’ rights; promote
cooperation and co-ordination between
affitiates; and to speak with an
independent voice.

‘We represent workers on a number of
national bodies including Nedlac, the
National Skills Authority (NSA), South
African Qualifications Authority (SAQA),
the Unemployment Insumnce Fund Board,
the working group of the Presidents
Inteenational Investor Council, the
Minister of Labour's Occupational Health
and Safety Advisory Council and the
National Productivity Institute, to name a
few.

Bulletin: Who are your members?

Milani: Our members are situated all over
South Africa and come from a wide range
of scctors, We have seen a growth in our
membership. This may be ascribed to our
drive to recruit new affiliates, the public
sector agency shop agreement and general
improved recruitment of members by our
affiliates. Our membership is
representative of South Africa’s

and we pride tves in

and our farming unions who organise
predominantly “unskilled workers'.

FEDSAL was historically a

i white staff i
with FORCE being representative of all
groupings. Our pre-1994 staff associations.
have democratised and these staff
associations have become fully fledged
trade unions representing all workers
regardless of mce.

Any union who does not fully support
the noa-racist principles we stand for, will
fall foul of our constitution and will
accordingly not be permitted to join us.
Believe it or not there are still unions out
there whe would fall into this category.
‘The LRA allows anyone to join a trade
union and we are finding more 2nd more
well paid employees and professionals
joining our unions They can relate to our
ideology and obviously find the security in
belonging to a union and the related
benefits offered, attractive.

1 do not like putting people in a*box’ or
classifying them, but would guess that our
membership could be classified at about
70% previously disadvantaged, inclusive of
women Don't write off the ‘pale males’,
they are also important, We are making an
effort to be representative of all South
Africans - thece is place for everybody in
the sun

Bulletin: How do you represent the
tnterests of all your members - given

being a truly ‘minbow’ federation.

The majority of our members are deawn
from the ranks of the semi-skilled, skilled
and professional workers and may be
classified as white-collar workers
Globalisation affects all workers, but it is
particularly the ‘unskilled’ workers who
are the most vutnerable, We do have many
‘unskilled” workers and would refer to the
Food and General Workers Union (F&G)

iff in skill levels?

Milani: This is not difficult, as there are
not many areas shere our members
radically disagree. Most issues we busy
oursclves with affect all workers ~ for
example labour legi: n, economic
policy and so on.Where there are different
points of vicw, this ensures good debate
within our structures, I've yet to have an
issue wheee we were not able to reach
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consensus, with the exception of
trying to formulate a FEDUSA
policy on the death penalty We
just let this one ride.

When negotiations deadlock on a
particular issue there are two
weapons available to us We erther
institute legal action, mnging from
aletter of demand through to the
filing of a Section 77 notice, or
make usc of protected strhe
action. Our members are
responsible and will usually only
make use of a strike as a last
resort. Can you imagine if our IT
employees, pilots, train drivers or
mincrs went on a full blown
strihe. Qur members generally
hold strategic positions and have
a lot of clout Bottom hne - think
twice before you mess with us.

Bulletin: Is there competition befween
he unions?

Milani: There is compention berween our
'unions who organisc in the same sector.
This does however not get out of hand
because the affiliates understand that
unity within FTEDUSA must be maintained
as far as possible. There is competition
between many of our unions and unions
outside the FEDUSA camp., particularly for
semi-skilled and unshilled workers Labour
must stand together, but we do agree to
drsagree with COSATU on certain matters

‘The two main arcas where we differ
relate to the relationship berween labour
and pobtical parties and the question of
ideology We believe that workers are
compromiscd if a federation is required to
tow a particular party line We will lobby
any and all political parties to further our
members'interests Idcology exphins
what drives a person and why they behave
in a particular way We subscribe to

Chez Miulani

Mazlow's hicrarchy of needs and the idea
of self-actualisation In essence this states
that you should be allowed to reap the
socatist thinking of ‘cach according to his/
her ability to each according to his/her
need”

Bulletin: How is TEDUSA staffed?

AMilani: Our head office 1s based in
Northcliff, Johannesburg This office is the
heart of our operation and we are n the
process of expanding 1t We also have a
parhamentary office in Cape Town We
employ 10 competent full-time officials
who are paid market related salanes and
they are expected to deliver We are at the
service of our affilates and continually
strave to add value to these affiliates We
have a fully fledged training department
swhich 1s headed up by Dennis George.
Our parhamentary office is run by
Gretchen Humphnes Both Dennis and
Gretchen are assistant general seeretarics

Vol 23 Number 6 December 1999

79



UNION PROFILE

The general secretacy is the chief
executive officer of the federation and
reports to congress, NEC and the
management committee. He also takes
mandates and instructions from these
constitutional structuses and gives effect
to them. Our officials are empowered to
take decisions. In order to streamline our
opecation and improve on turn around
times for mandating, the secretariat
summaries the content acound issues and
makes a recommendation to the
structures, who then cither accept, vary or
reject the said recommendation. This
system seems to work well in the present
*high tech’ age we live 1n where there is an
information and paper overload and the
issues being dealt with are often complex

Bulletin: How do you ensure that staff
work efficiently?

Milant: We belicve in having a properly
managed and administratively sound
federation The genenl sceretary supervises
the stalf FEDUSA prides itself In having 2
‘lean mean professional sceretariat team' and
these individuals are expected 10 work
cfficicntly and effectively We have also
created a healthy and enjoyable work
cnvironment and this I believe is
substantiated by us presently having a zero
staff tum over rate. If people are unhappy
and unfulfilled with their work, they will
leave. Where staff problems do occur then
the necessary counsclling or disciplinary
process is obviously initiated.

Bulletin: What ntajor challenges do yort
Jace, both internally and externatly?

Milani: The first major internal challenge we
faced after our formation was setting up the
necessary systems, departments, correctly

I it and generally {onalisis
TFEDUSA.A six point stritegic plan was

dexwn up and implemented and 1am
satisied that we are fully operational and
offering the type of value and service
required by our affiliates

From an external point of view there
are many challenges, too many in fact,anc 4
one has to prioritise the issues you want
10 tackle should you really want to make ,
difference. It is important for FEDUSA to
be relevant today and tomorrow and to
adapt with the fast changing times. It is
important to take ones members with yo )
and therefore we place a lot of emphasis
on training our members on topical
issues around economics, fabour
legislation, globalisation, to name a few, ir |
order that they may understand what is
going on and make the necessary
contnbution.

It is an ongoing challenge to obtain
proper mandates from grassroot member: g
A further challenge is combating the
present high ate of unemployment, No
grouping can conquer this challenge alor .
and it is important for all the social
partners to take hands and come up with
‘workable solutions together. We were
initially not opposed to GEAR but it failec |
ta meet the set employment target and
therefore cannot be supported. Shiould
‘GEAR realise its projected job creation
targets, we would probably support it. We ,
are committed to building South Africa,
and try 10 adopt a pragmatic and value
adding approach in what we do.

Bulletin: What is your view of debates
taking place aronnd labour law?

Milani: There is nothing wrong with our .
labour laws. It is unfortunate that these
laws end up belng the 'scape goat’ for
everything and anything that goes wrong _
People should read less commentary and
opinions o the law and rather famillacis ,
themsclves with the actual legislation Th
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current labour law is effective and fair,
when applicd properly

There is a push from government to
exempt small business from the labour law A
blanket exempuon would definitely not he
supported by FEDUSA We do however
understand that SMMEs are responsible for
creating 80% of the employment worldw ide
and therefore must recene focus from
government, especially when our high
unemployment rate is considered

Should one want 10 consider one or
another form of exemption, the employer
concerned should engage with the union
or employees (where no union is presenty
wn the workplace, information should be
shared, agreement should be reached,
‘whereafter the parties should jointly
approach the Depariment of Labour for
the required exemption.

We arc also pushing for a tghtening up of
Section 189 of the LRA. Our concerns arc
that this section allows an unscrupulous
employer to merely go through the motions
of consulting, thereby avoiding matters of
substance. We are also concerned about the
lack of a procedure to nuintain the stas
quo ina workplace when a dispute anses
duning the consultations concerning Scction
43 of the previous LRA. We also want
adequate disclosure provisions to be
included

Bultetin: What major campaigns are you
running?

AMilani: We believe that the indhividual tax
rate and the tax rate applicable to pension
funds are too high and we have been
running a campaign on this. Other focus
areas have been HIV/AIDS, child labour

" and equality in the workplace.

Bulletin: What is your assessment of
Nedlac?
Milani: | think that Philip Dexter is an

excellent chowce as the new executive
director to tahe Nedlac into its next phase
of social dalogue and nation hudding - he
has our support The social partners must
guard against bnnging a talk shop and
petty point sconng mentality o Nedliae,
Nedlac has played a very important role in
the past and I hope this trend will
continue To be successful, Nedlac will
have to sharpen its focus to lead (and not
follow) on changsng teends and matters of
importance,

Bulletin: What is your niessage o your
members?

Milani: South Africa is at avery exciting,
but also a ertical time m ws' history We
hold the future of this country in our
hands and must work together in building
the economy, crosscultural relationships
and*a proud to be South African’ ethos
You get three types of people: those swho
wish for something 1o happen, those who
make things happen and those who
wonder what happened Let's make surc
we fall in the second category.

Bulletin: What ts your message to the
employers?

Milani: Labour rclations is about
relauonships Instead of hardening atundes
and seeing labour as a musance, we would
encourage employers to intemct with us and
build relationships in the workplace - we
cn add value,

Building friendships wall
help buld a more productive environment
that is worker and investor fnendly
Don't be scared to encourage this Itis bad
business to only engage with Libour when
there is a crisis.The employers should not
forget that they are dealing with people,
fellow citizens, and not dispensable factors
of production *
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Union investment companies
business unionism or union business?

T he articles on trade union
investment companies in the
Builetin vol 23 no 4 of August 1999
are a welcome siga that the debate on
these initiatives is still alive. This is crucial
since most unions have sct up these
companies as an experiment and are
monitoring them closely to decide on the
future of these companies.The political
debate about the desirability of these
companies also needs to continue.
Unfortunately the articles presented fall
a little short of the mark in that they
provide litde empirical information that
can help unionists make an informed
judgement regarding these Asa

Philip Dexter responds to
articles written on union
investment companies in SA
Labour Bulletin vol 24 no 4.

unique response 1o an inevitable period of
accumulation, arising out of our transition
from apartheid to democracy, that wifl end
at some point.

It is clear that in South Africa the
transition to democracy has brought with
it the restructuring of the economy and

result of this shortcoming and the
tendency to assume that unions that st
up investment companies are’going into
business’ and are therefore becoming.
capitalist in oticntation, the debate isa
little superficial.

Context

‘The fact that unions have taken a decision
to set up companies that will attempt 1o
capture and create wealth is not a decision
that can be understood outside our
political history and context, Stephen
TFaulkner's cuttlonary tale is one that has
aspects that unions should heed. But we
nced to move from a premise that seeks to
understand whether the setting up of
trade union investment companics Is a
turn to capitallsm, or whether it is a

limited of capital. In this
process there are assets, resources and
ccconomic opportunities that are literally
"up for grabs'. In short, opportunities for
relatively rapid accumulation exist. The
issue then becomes, svho accumulates
what? Many steatcgic unionists believe that
il'unions are'to let this moment pass and
leave accumulation up to black business,
1o a‘patriotic’ bourgeoisie (can there be
such a thing in this era of globalisation?), it
would be to the detriment of workers
Workees would be passing the chance to
influence patterns of accumulation.

A responsc that says unions should not
adapt strategically to such a moment is
shortsighted. Surely unions should not
become capitalist, even reluctantly In this
tespect, none of the notions that
motlvated the turn to‘business unionism’
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in Europe have been factors that have
driven the decision for unions to set up
companics, except perhaps for the
motivatian for additional services over and
above what unions ordinarily supply In
that sense, capturing assets on behalf of a
collective is hardly a capitalist practice It
should rather be seen as a form of
communal or sacial ownership Surcly this
is a Iegitimate activity for unions and any
other groups of people that have been
discriminated against under apartheid

Key issues

‘What unions have done 15 to create a

mechanism to accumulate on behalf of

their collective membership History has
many forms of such social or communal
organisation, such as co-operatives, mutual
socicties, trusts and associations. The key
issucs for unions are:

Q to ensure that such companies align
their strategic objectives with the union
and its membership and keep this
alignment;

Q 10 ensure that good corporate
governance exists in such companies to
avoid the uaion and its membership
being taken advantage of,

Q to measure the performance of these
companies and sce exactly what they
have achieved.

In other words, such i estment

companies need not be stereotypical of

capitalist enterprises This depends on

Q the types of investment;

Q the effect such investments have on the
lives of workers, both in the union and
in the companies they invest

Q the overalt strategy of the unions to
transform society together with other
farces, such as a working class party
and a national liberation movement

In other words, investments are not the

key weapon of the union, but one option

amongst many to be involved in the

cconomy,in socicty, and Jeading
uon rather than responding to
the initiatn e of capital

Information

1t1s crucial for unionists to have

information to assess the pecformaace and
of these

since it
15 10 conditions of secrecy and the keeping
of workers in ignorance that excesses can
oceur

The financial reports of the trade union
investment companies need to be
considered For instance, the fact that the
two companies listed as case studics in the
article by Etenne Viok (54 Labour
Budletin vol 23 no 4, August 1999) have
not paid anything to the unions or their
members in the form of dividends is an
imponant signal, whatever the ume frame
that they have been operaung in Yet on its
own it tells us nothing

What is needed s information regarding,
the capital employed ta start the
companies up, the return on this capital,
the dividends paid (if any), and the
disbursements to directors in the form of
fees, salaries, commissions, restraints and
other such payments

Information 1s also required as to the
types of imvestments made by the
companies, the performance of these
investments, including what they have
done 1n terms of job creaton, shlls
transfer etc.This will enable an assessment
to be made as to whether these companics
are achieving the strategic objectives set
out in COSATU's policy on investments
There is often a rension that develops
berween the strategic objectives of labour
as a group and the indiwvidual unions that
companics purport to represent, as sell as
between the in uals that stand to
benefit from the activities of the trade
union investment company Both these
contradictions can be managed if therc is
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of and ilising that Faulkner

transparency and if the union
and leadership are involved in shaping the
policy and performance of the trade union
investment company.

Answering criticism
“This in essence answers the key criticisms
and cautions mised by Faulkner. He is nght
to argue that secrecy around business
activities promotes corruption and fraud.
He is also righe to argue that unions
cannot pay their directors huge packages
and argue against those of business. But it
cannot be true that to set up a company
owned by the unions demobilises workers.
This sould only be true if the union
stopped organising and waited for the
company to make profits as a means to
improving the lives of it’s members. In the
South African example the trade union
investment companies are separate from
the union and there is a clear division of
powers and responsibilities. Such a
demobilisation cannot therefore take
place.

Unions must use the creative methods

KEEP
up to date on

points out have been successful in other
countnes. But this does not mean that
workers must allow all assets and wealth
to be awned by the bourgeoisie and
managed by their stooges. Surely
contesting power in society means
engaging at all levels, including ownership
and management. If so, it seems clear that,
as unpalatable as it may seem to our
notions of pure socialist organisation and
transformation, unions will have to
venture into uncharted or dangerous
waters, How they navigate this course will
determine what the ontcomes are.The
debates surely need to move now from
generalities, such as in the case studies of
NUMSA and SARHWU, te detailed analysis
supported by empirical evidence. Then we
will be able to decide whether we have
succeeded or failed, and where we need to
correct our strategies and 1actics. *

Phitip Dexter is executive director of Nedlac
and chairperson of Unfon Alllance
Holdings.

Wits Technikon's Law Department offers a one-year certificate in Labour Relations
Law, comprising of three modules, namely Labour Law, Industria! Relations and
Praciical Labour Training.

The course is otfered on a part-time basis only, costing R4 500 plus registration
fee. Applicable textbooks and hand-auts are included in the fee.

Entrance

qui are a senior if or or
applicable work experisnce.
All applications will be considered on merit.
We also olfer a paralegal course.

The certificate that provides practical up-to-date Information on tabour
law and Industrial relations Issues presented by experts In the fleld!

WITS TECHNI KON. A balanced education that takes you places.
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Union investiment strategy

socialist unionism or

good that the debate on union

t
][ vestment companies has resurfaced

in the pages of the Laboter Bulletin
(vol 23 no -, August 1999) Since the ‘carly”
days, when the establishment of such
nvestment companies caused a great deal
of head scratching and beated argument,
an uncasy silence has descended. This is
not merely about moncy mMatters or umon
control over mvestment decisions At stahe
is the political and organusational future of
trade unionism in South Africa

From Lticnne Vlok's article, it is clear that
union investment companies such as the
National Ma Workers' Invest

social capitalism’?

Dale T. McKinley critiques
curremnt union imnvestment
ideology and strategy and
proposes a reconceptualisation
of investment that is based on
strengthening the working class’
capacity to struggle for a
socialist political econoniy.

hear unig E w that,

Trust (NIT) and SARHWU Investment
Holdings (STH) (and presumably most
others), alongside a large portion of union
leadership, are well on their way to
becoming bona fide members of the
“capitabsm with a human face’ club When a
union leader confidently defends capitalist
fnvestment strateges as a socialist means o
“ensure that the means of production are
owned by the workers', alarm bells should
be ringing Not surprisingly, this kind of
thinking has much in common with the
assumptions underlying the country’s
macro-economic strategy - GEAR. First,
much like GEAR'S neo-liberal assumptions
regarding the role and chamcter of the state,
h that s
new round of global accumulation means.
that unions’ core role and character has
changed Tt 1s becoming commonplace to

usc of the
hegemony of caprtalism® and ‘nesw glabal
realities”, unions must fundamentally alter
their stritegic vision in order to ramun
“relevant”. In other words,tf you can’t beat
them, youn them®

Thus line of thinking is consistent with
the vies that the Apal 1991 democratic
breakthrough signaled some kind of ‘end-
game’ for union struggles guided by a

socialist political programme. In other
,the days of unions placing the
actne political struggle for socialism at the
top of the strategic agenda are over, or at
the very least, must take deep cover in the
bosvels of an ongoing National Democratic
Revolution. The dominant strategic focus
of South African umonism now appears to
resemble a combination of narrosv
svorherism and ‘social capitalism’.As a

words

result, most organisational resources and
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political energy are given to ‘shopfloor’

issues, participation in corparatist forums

and capitalist investment schemes, as well
as participation in a classless ‘nation-
building’ exercise, It is argued that this

“nesv’ unionism will:

Q provide greater benefits to union
members;

O make the organised working class more
‘influential’ in a situation where overt
class-based politicisation of workers’
struggle is neither appropriate or
‘pragmatic’.

It is more than unfortunate, for the

workers themselves, that such thinking

and practice has taken hold In South

Africa, just as in the cest of the capitalist

svorld, the reality of the content (not form)

of class oppression and ownership has not
changed The underlying assumptions of

the 'new South African unionism are a

great deal more ‘unrealistic’ than

point should be that there is nothing
inherently wrang or unpnncipled with
finding new and creative ways to
strengthen the working class's capacity to
struggle for socialism. In relation to union
investments, this is something quite
different from a starting point that views a
union’s use of capital as a means to merely
make more capital.

This kind of approach is exhibited by
NIT chief executive officer, Charles
Miltwvacd, when he claims that‘we have a
responsibility to make money’. Clearly,
many union investment strategies have
been 'realised’ against the dominant
background of jumping on the bandwagon
of the ‘black economic empowerment’
trend. The underlying mentality behind
such initiatives rests on the notion that
union investment companics represent
*business with a conscience’, and should
thus be scen as a 'credible partner for

socialist i in
an overt political unionism linked to the
realities of class struggle

While aspects of the *objective

conditions’ under which the workers'
movement now finds itself have changed,
the fundamental programmatic role of
unions has not.This is the casc preciscly
because as long as (capitalist) private
property coastitutes the basis for the
continued existence of collective worker
organisation Cic the exploitative
refationship between wage fabour and
capital) 5o too is there the necessity to
struggle for working class economic and
political power. Some of us stilf like to call
It socialism.The question then becomes
how should unions struggle for socialism
in South Africa, when they face a difficult
cavironment with new possibilities?
P " PR
If we accept the strtegic challenge posed
by the above question, then our departure

p " Workers are being told
that unions must 'get a piece of the action
now’, or potentially lose out on the ‘gap’
open to politically correct, aspirant black
capitalists.

If this kind of approach informs union

then an

can only be viewed as a means by which
the union can make more capital. Union
investment strategies thus become no
more (or no less) than the parallel
investment strategies of a capitalist finance
house.We shauld remember that the
tradition of socialist struggle in South
Alrica has never been one in which the
movement has adopted capitalist
strategies as a means to defeat the
capitalist system.This is exactly why the
South African working class still remains
one of the strongest and most vibrant in
the world. While it was casy to reject such
capitalist strategies when capitalism was
in bed with apartheid, it now scems that
manay unionists have no problem
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Public public partnerships with the state ensure real joint ownership

accepting the same strategies under the
umbrella of a derctalised

(COSATU) level where a common set of

When the investment cnteria of NIT rest
solely on growih potcnual, the presence of
affirmative action and the transfernl of
skills to blach managers, it is clear that
there remains only a pretense to an anti-
capitalist umon investment strategy

The union movement needs to rethink
‘what an investment 15.What would
canstitute such a re-thunk at a strategnc fevel?
The prnciple ing any

and stmiegic can be
adopted that would lay the baas for
affilkate mitiatives This means much more
than the present ssation where the
COSATU CEC resoluuon on union
nyestments merely sets out a more
“democratic’ bent to the present setup I
15 ssmply not good enough for 2 unton

thatis
cammutted to socialism, to view vnion

‘nvestment’ must be based on strengtheming
the working class’ capacity to struggle fora
sociafist political economy This means that
union investments cannot,and must not, be.
reduced to an attempt at playing politcally
correct games in the capitalist marhet place.
It is thus essential that any inmmatnve be
abgned with the poltical programme of the
umon (and the Federation) itsc!f The tvo
cannot be separated

The starting point for such a strategic
re-think should be first at the federaton

as tools to miugate
the negamy ¢ side of capitalist class and
social refatons at the warkplace

New strategy guidelines
The practical implementation of aay
imestment should be guided by the
following

Building union strenglh

Investments should be gmded by the need
to build the poliicat and organisational
strength of the union itself on a
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democratic platform.This does not mean
merely concentrating on ‘shopfloor issues,
although these are important. It means an
investment in serious political education
and worker campaignos that will go a long
way in rectifying the Achilles heel of the
union movement - the gap between
political/programmatic commitments and
the abilty of workess 1o give practical

i

putting themselves in an economistic box
from which it will be very difficult to
emerge. This is an absolute necessity given
the present situation internationally as
wvell as the need to give political content
and Jeadership to the ongoing struggles of
the unions themselves.

Transcending ‘intra-capitalist'
of capital

content to those
unionists are truly serious about bencfits
for members, then they should understand
that building the political and organisational
confidence and ability of the working class
will carry much greater macerial and social
benefits than any distribution of ‘social’
capital An investment must be seen (and
practiced) as part of 2 class struggle that is
trying to fundamentally change society, not
as another shice of the capitalist pie that
allows the capitasts the upper hand in the
battle for hegemony over the kind of
political economy we operate within - ic,
GEAR

Building political

Rather thaa seeing an investment as an ad-
hoc means to singularly ‘influence’ the use
and distribution of capital, union
investments should concentrate on
building the necessary strength to
fundamentally transcend the ‘intea-
capitalist’ circulation of capital.

For example, instead of buying shares.
on the Johannesburg Stock Exchange JSE)
or engaging in joint-venmres with private
(black economic empowerment) capital to
become 'players’ on the capitalist markets,
unions need to begin using capital to start
a process of changing the ownership/
control of the real cconomy (ie the

The practical implementation of an
investment strategy must be guided by the
need to build and be active in working
class palitical organisations. I terms of
existing formatjons, this would apply
mainly to the SACP However, investing on
this front always throws up the
possibuditics of new forms of political
organisation.An investment here means,
for example, using the financial muscle of
the union movement to ensure that
working class political organisation is
independent in both organtsational and
intellectual terms It also means engaging
in joint campaigas that, for example, have
the capacity to scriously wage a war of
Ideas. Without finding the means to
confront the idcological primacy of
capitalist neo-liberalism amongst the
workets and poor, unions are in danger of

side of capital). This might
m::m for example,‘buy-ins’ with the state
when it comes to ‘restructuring’ of the
public sector (not the purchasing of
privatised state assets). Instituting such
‘public-public’ partnerships would enjoin
the union movement to exercise real joint
ownership with the state.This would
fundamentally effect the actual conteol of
productive decision-making and the
delivery of ‘decommodified’ basic goods
and services, Additionally, worker (union)
controlled trusts could act as investors in
the independent production and use of
Kknowledge.

Internationalist control of capital
On the international front there exist

for joint
with otlier unlon federations and
progressive movements. No longer would
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Union investment in relation to the state must be rethought.

internationalism be confined to politcal
solidanity, but would encompass the
internationalist control and use of capial.
Resources could be pooled to fund
i fonalist public-public p i
With progressive public sector entities at
differcnt levels of government Other
ples of

would be in an international research
capacity on key issucs and the

“of publications'i
In addition, more overt political
imestment can be made to those
struggling without resources, but whose
struggles directly affect the well being of
all workers across the globe.

A socialist approach
We must reclaim a political approach to
the entire 1ssue of union investment, We

af the socialsation of captal Ge creating a
system of dual power) Such an approach
apens up the possility for the working
class to fundamentally alter the way in
which capital is produced (a productive/
ownership challenge) as well as the way in
which captal is crrculated (@ distribunive
challenge) Tt 15,at one and the same ume,
a strategy that 1s aware of patonal
specifics and internationalist possibilities
Thas is a socialist approach to the question
ol investment!

Aninvestment stautegy that plugs into
the existing *'market’ by attempting to
“influence’ the distribution of capital, or in
a few cases, 1o grab a share of the pie
through prionitising notons of vague
“‘black economic empowerment’ cannot,
and will not, fundamentally empower
workers Such a strategy will not

to any i struggle for

must reclaim a process that is g
driven by a working class perspective, This
allows for investment to be

conceptualised and implemented in terms.

socialism, let alonc provide material and
social benefits to union members. Similarly,
notions such as thosc expressed by
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SATAWU national organiscr, Derrick
Simoko, that through better
‘communication and sharing of
information’ corporate entities owned
and/or controlled by union investment
will emy union
are tantamount to arguing that workers
can be befter and more

these days as globalisation) is
sophisticated enough to have made the
leap from broad-based social pact
processes with progressive sectors of
society to new, more specialised forms of
the same social pactism. It 1s in the
interests of bng capital to encoumge

than
All COSATU unions (and the COSATU
have adopted that

ground the primary role and central
principles of the union within a struggle
for socialism. It is these programmes that
must act as a guide to any subsequent
strategic actwvity. Clearly, it is from this
base that any investment strategy must
arise. Ultimately, it is a matter of finding
the best ‘fit’ between the ewo In other
words, a strategic challenget

1t is this strategic challenge that has not
been taken seriously, or, at best, has been
sidetined over the last several years.The
vast majority of union investments have
embacked upon the search for the so-
called teansitional ‘gap' that allows for the
‘let’s get into the game now, or we'll lose
out’approach.This has cecated a ‘quickie’
strategic approach that is essentially
devoid of class content, progrmammatic
(ideological) accountability and a
pacticipative democratic process.As u
result, the present investment schemes
undertaken by unions, serve to solidify
existing capitalist relations of production
and disteibution.

The fact that such schemes muight
succeed in ce<irecting small amounts of
capital into new ventures with new
‘bosses'in no way effects the core
operation and logic of capitalism itself,
Instead, such schemes slot into the role of
acw ‘players’, who must abide by the
camtalist ground-rules Ia ceturn fora
‘picee of the action”. The new strategy of
dominunt capital (commonly referred to

schemes by unions.
B)' hnng.mg the unions ‘on board’, even if
the union schemes must give more
priority to socially useful criteria, they
succeed in further co-opting ane of the
key weapons in the hands of the workers
- ie the fruits of their fabour!

‘The arguments (and more specifically,
the practice) of some present, and former
unionists, are no more than well-disguised
‘salesmen’ manocuvres. They are ‘selling”
the notion that the best unions and their
‘constituent members can do is to get onto
the playing field and hope that through
shrewd ‘investments' workers will be

P! and be able to'i " the
way the game is played.

‘We have heard these kinds of
arguments many times in different and
failed contexts And, what have such
strategies delivered for the working class
in places such as Australia and the US, not
to mention current attempts in places
such as Argentina and Thailand? There is a
world of difference in unions becoming
‘players’ in the capitalist game of

and surplus di: ion, and
unions seeking to usc capital (in a
capitalist-dominated world) as a means to
undermine and trmnscend the game itself.
Tt is ultimately the difference (and clicice)
between having a socialist strategy
and making excuses as to why you
cannot have one (regardless of the
difficultics). %

Dale T.McKintey works at the SACP bead
office. This paper is written in bis personal
capacity:
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A serles of articles written and sponsored by the National Productivity Institute {NP1)

Worle culture change
key to productivity

By Jan Syfen

Thirty and
‘won awards in the 1999 National
Productivity Awards competition organised
by the NPI.

Parlament won the highest award — the
new chairman's award The Independent
Electoral Commission won the award 0 the
new platinum class

Productivity champions

The NPI studied a sample of previous gold

and silver award winners, In the pubtic and

privale sectors, to determine how they
wmitiated and succeeded n achieving huge
productivity improvements

All the respondents indicated that the
major sparks for thewr productivity intiatives
were unsatisfactory petformance at the
time and projected future results This 1s

common o many orgamisations, yet only a

few embark on productivity improvement

programmes Our research discovered that

all the gotd and silver winners had a

productvity champion who made all the

difference.

These champions had the following
charactenstics and used the following
approaches.

O the champion was a person In the
organisation who did not accept
unsatistactory performance and
decided to co-operate vith others 1o
improve the situation,

Q he/she was well-educated in a

particular discipling;

hefshe enjoyed the support of is or her

supenors;

o
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he/she showed quick results n
1he farm of small productiity
victonies,
he/she measured performance

e productvity champion alsa
produced a well-developed productivity
vision and action plan with deadiine
dates, responsible people and proper
control over the implementation of the
plan,
made sure that everyone who took part
1 the praductivity improvement initiative.
recewed training to enable them to
perform therr tasks well,
showed total trust in people,
showed tatat commitment to productvity
impravement and did nol let any
barriers stand in the way,

0 n3o

oo

a]

benchmarked other argamisations
worldwide,

allowed employees 10 share in
the benefits of productwvity
improvement

Productivity champions always

o

]
They learned the lesson from John Ashcroft
that ‘the worst mistake a bass can make (s
not 1o say “well doned

The productivity champion involved other
peopte in the productivity improvement
process and listened 1o their ideas.
President Thabo Mbeki advocated this
principle i his first speech in Parkament
“The government commits itself to working
in partaership with our people, Inspired by
the call “Farananil” 1o ensure that we draw
from the energy and genius of the nation to
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give birth 1o something new, good and
beautiful’

Good examples are the Neave
Windshields Manufacturing (a gold winner
this year) and the Struandale toughening
plant (a 1999 siiver winner). Both their
manufacturing managers, Brian Brooks of
Neave and Gavin Hardick, were the drving
forces behind their productivity improvement
programmes.

Case study

Shatterprufe Neave employs 429 people
and produces and distribules motor car,
truck and bus windshields. It exports 68% of
its production. The company faced extreme
price pressure in Its export and domestic
markets It was in danger of losing part of its
North Amencan and European market
share and needed fo reduce its cost per
windscreen.

Neave downsized and re-engineered In
1995. This placed significant strain on the
factory and Neave needed to build
motvation and Increase the participation of
the employees 1o revitalise the plant.
Management introduced a project called ‘cut
the cost by R30 a windscreen' to ensure the
plant's survival. It adopted a multi-faceted
and detailed

in progress decreased from about 150 days
(March 1997) to about 18 days (February
1999). Product losses due to quality and
scrap were reduced from 22,4% o 14,8%.
Pieces per man-hour improved from 0,58 to
0,83 during the same period. The cost of

a
about R33 per windscreen and orderfill
levels improved to about 80% for exports.

Struandale
In three years the Struandale plant,
employing 342 people, changed the wark
culture from one with litle employee
involvement in decision-making and very
Itle accountability to an open and
participative culture with a sound warking
refationship between management and
workers. Remarkable resuits foliowed.

Struandale had experienced capacity and
supply problems due to the growth In the
export market, The existing manufacturing
process could not supply the required output
in time to satisfy the market requirements.
This posed a senous threat to the
company's credibility as a world class
supplier of toughened automotwe safety
glass.

The company decided to embark on a

programme and established employee
co-operation and participation.

Because raising capital was oul of the
question, the team had to improve current
processes. Pursuing best operating
processes became the norm, Existing
technology was optimised and operators.
conlinuously tried new and improved
methods of operaling.

Managemen! encouraged everyone 1o
identify practices 1o change and suggest
methods to reduce costs. This encouraged
constructive rivalry between departments.
Regular Information meetings for all
employees improved customer focus.

Neave achieved Impressive rasults. Work

drive, aimed at
Improving customer service in terms of
quality and delvery dates, higher
productivity and reducing operating costs It
flattened its organisational structure to
Improve response time in decision-making,
and crealed a culture of continuous
improvement, creativity, calculated risk-
taking and team work. The last two years
have yielded good results.

The lead times for the manufaclusing of
rear-lights, door glass and side venis were
reduced from 22 to 10 days, 17 1o B days
and 12 to 6 days respectively. Overall
productivity improved by 20% Stock holding
decreased by 50% and manufacluring yleld
increased by 15%
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Act now, don’t delay

4 was born in Delhi and belong to a
I state in the hills called Himanchal
Pradesh My fuher was an
e engineer with the government

My mother is 2 housewife. ] have one
brother.

Twent to Carmel Convent School and
to Jesus and Mary College. 1 got an
honours degree in history and then
joined the airlines as an air hostess 1

have been with the airhines for the last 13
years.

Comrade’s death

Ijoincd the union aficr 1 women who I
had worked with dicd She was a tribal air
hostess India has a caste society Our
constitution says that 70% of jobs must go
to the scheduled or tribal caste. [ belong to
an upper caste, and in the upper caste
there is high competition to get a job

I take care of the hostesses
cause - their working
conditions, demands and
problems’

The woman who died belonged 1o the
scheduled tribe - she died because of
ignorance - because the company did not
give her information. Our aidine, swhich is
in the public sector, provides free medical
2id.This woman who died, did not know

Neera Thakur, an air hostess
and ACEU counsellor and
cabin crew representative for
the Northern Region, India,
speaks to Tanya van Meelis,

1hat she could get free medical aid She did
not know her nghts and perks in the
company When she died, we thought that
her death occurred becausc of the
company’s lack of interest in the
wellbeing of 1ts employeces - 1t was not
informing indwiduals of their justified
rights Management was not forthcoming
with the information. We just used to learn
the information, by the by, as the years
passed

The union
1 joined the unton five years ago after the
death of the woman and seeing that the
hostesses were disorganised. Hostesses.
had their own association - but it was not
recognised by management 1 joined a very
old union shich air hostesses had feft
because they felt that their interests
weren’t being protected

My union, ACEU, covers all employces
1n the airline except engincers, pilots and
management. It covers grades [ t0 9 -a
sweeper would be grade 1 and a manager
would be grade 9.1t is a company union,
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and is not affiliated to any federation. It
has about 23 000 members.

Union duties

I became active in the union as soon as T
joined it.1 had to fight for the company to
pay for the transpertation for the woman
‘who had died 10 be buried.The doctors
and the airline had been indifferent,so I
had to take the issue up. She had been
absent from work - the company never
found out why, never found out that she
was sick. It stopped paying her salary
because she was absent. When she died
she had only $1.

‘We fear that the new medical
checkups will lead to
barassment and dismissals of
crew who are not ‘medically

Sfir?

I'was clected regional counsellor in the
union This means that the entire North

union than in an association that
management Won't recognise.

We have regional council meetings
once every three months and once a year
we have a general council meeting.All the
regions come together in the general
council meeting, and they make
resolutions. We also have informal
shopfloor meetings during lunch hour,

‘We have many elections - for example,
we have elections for the works committee,
the labour relations commuttee and the
thrift and credit society. The thrift and
credit socierty is like 2 bank for union
employees

Major problems

One major problem that we are facing
now is that management decided to send
us all for thorough medieal examinations.
This includes X-rays and ultra-sounds.
When we joined we were told that we
‘would have to have a medical checkup,
but that it would only include our height
and your weight. We fear that the new
medical checkups will lead to hatassment
and dismissals of ccew who are not

region is my 1f an emp

is disciplined, I take up their case. I take
care of the hostesses cause - their
worklng conditions, demands and
problems I ligise swith management and
discourage workers striking at the drop of
a hat.This means that I am always very
busy.

When I svas elected, I svas the anly lady
to hold office in the union in Norcthern
India - a region which is Jarger than South
Africa.Twas also clected a member of the
‘works committee. This is a committee
which management has to set up to look
into the welfare of cmployees and ensure
that the labour law is being i

ly fit’. These tests can be misused.

Another problem is the discrimination
of women.Women make up the majority
of the flying crew, but male persers arc
allowed to pick and choose the flights that
they go on.There are only a few male
persers, but the advantages they get show
that it is still a man’s world We used to be
paid no matter how many hours we flew -
50 the men used to chaase to do short
Rights,and the women would do the lon‘g
flights, but get paid the same. We fought
this and now we get paid for how many
hours we fly,

‘We are also very worried about
We fear that

1 have also been recruiting air hostcsses to
become members of the union - 1 ¢ell
them that it {s better to be in a tecognised

will become more strict about working
hours.At the moment, we have to fly a
maximum of 11 hours per day. We are

94

SA Labour Bulletin



NEERA THAKUR

scared that management
will extend these hours
We are also concerned
about job loss and
whether permanent staff
will be turned into casuat
worhers 4

A woman unionist
Ydon't think that it's a
problem being a women
in the union. The only
thing is that I'm not
wwited to late evening
meetings, because of the
constrints of being a
woman But I do not think
there is a problem of
being sidelned I'm given
important positions and
things to handle 1belong
10 the higher strata in the
organisation But,you
need 1o be educated to be
a unionist.

Political affiliation
My union is not affitiated
10 a polincal party: If you
are affiliated to a political
party it can dictate to you
what you should or
shouldn't do.We all have pohtical
affiliations as individuals, but we took the
position that the union should not have a
political affiliation.

Sigtur

I think that the Sigtur conference is a very

p We must if
the decisions we take. Saying things does
not mean that we will take them up.
We must take up issues at an urgent level
‘We must address issues at shopstewards
level, because our very existence is
being affected by the issues we are

discussing at the conference We should
have this conference every six months
so that we can keep working on the
issues

‘We should engage in massive active
resistance to threats to the labour
movement.This shouldn't be delayed We
also shouldn’t get into a parochial attitude
where we judge people by their
education, income ctc. We should set aside
pride and everything else, look beyond
colour, caste and other affiliatuons. We
need to think and act on a common
platform. *
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glossary

ANC African National Congress SMME  Small, Medium and Micro

BEC Branch Exccutive Committce Enterprise

BCEA  Basic Conditions of UIF Unemployment Insurance
Employment Act Fund

cc Central Committee

CGMA  Commission for Conciliation, COSATU-affiliated unions
Mediation and Arbitration CAWU  Construction and Allicd

CEC  Central Executive Committee Workers' Union

COSATU  Congress of South African Trade CEPPWAWU Chemical, Energy, Paper,
Unions Printing, Wood and Allied

DP Democratic Party ‘Waorkers' Union

EPZ Export Processing Zones cwu ‘Communication Workers®

Exco  Executive Committee Union

FEDUSA Federation of Unlons of South FAWU  Food and Allied Workers®
Africa Union

GATT  General Agreement onTrade s [nstitute of Public Servants
and Tariffs NEHAWU National Education, Health and

GDP Gross Domestic Product Allied Workers' Union

GEAR  Growth, Employment and NUM  National Union of
Redistribution strategy Mincworkers

1P Inkhatha Freedom Party NUMSA g:;;’&“l‘:ff':g‘ of Metalworkers

o g‘:;;“m“;‘l’ﬂ Labour POPCRU :”olllcc and Prisons Civil Rights

LRA Labour Relations Act SAAPAWU S:u:)l:l African Agricultural,

MEC  Member of the Executive Plantation and Allied Workers®
Committee Union

MP Member of Parliameat SACCAWU South African Commercial,

NALEDU  National Labour and Economic Catering and Allied Warkers®
Development Institute Union

NACTU  National Council of Trade Unions SACTWU South African Clothing and

NEC  National Executive Committec Textiic Workers' Union

NEDLAC  National Economic Development | SADTU - SouthAfrican Democratic
and Labour Council Teachers’ Unlon

NGO  Nongoveramental Organisation | SAMWU @:{‘;‘:{‘:{";ﬂ?"“"‘“l’“‘

NNP New National Party SARHWU South African Railway and

OAU  Organisation of African Unity Harbour Workers' Union

RDP Reconstruction and SATAWU  South African Transport and
Development Programme Allied Workers Unlon

Sacp South African Commuaist Party SASBO  The Finance Union

SADC  SouthAfrican Development TGWU  Transport and General Workers'
Communlty Union
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(% SOUTHERN

TEL (011) 491-6756 FAX (011) 491-6665
TEL (021) 658-0545 FAX (021) 658-0500

An obsession with service
beyond that of today

A clear commitment to staff
empowerment and social
responsibility

A specialised focus on the
members, trustees and union
needs

Leaders in the provision
of negotiated employee
benefits

Administrators to the
largest negotiated fund
in South Africa

A division
of the
FirstRand

group



The Lahour Law Glinic

Tel: (011 673-1668  Fax: (01D 869-1900

PROBLEMS IN THE WORKPLACE?

We fight against:

Unfair labour practices

Unfair dismissals

Unfair demotion

Unfair transfers

Unfair suspension

Unfair discrimination

Unlawful deductions from your salary
Unlawful overtime work

Sexual harassment

Denied union rights

Dismissals based upon your pregnancy

We further provide assistance should you need to appear at the CCMA
(Commission for Conciliation, Mediation and Arbitration).

IT IS YOUR RIGHT
All employees are covered under the Basic Conditions of
Employment Act
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