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By Johann van Tonder

Will the nationalisation of 
large parts of South Africa’s 
private sector, especially the 
mining industry, benefit the 
South African economy or 
not?

This question has 
been at the centre of a 
multi-decade burning 
debate between the South 
African private sector and 
the ANC/Cosatu/SACP 
tripartite alliance.

According to the alli-
ance, nationalisation should 
be seriously considered as 
policy option to address 
the country’s challenges of 
huge income inequalities, 
unemployment and poverty. 
The private sector, however, 
is of a different opinion. 
Nevertheless, no party has 
as yet provided any form of 
research evidence to prove 
its point. But, what exactly 
does nationalisation entail? 

Jean-Pierre Dupuis 
from the statistics director-
ate of the Organisation for 
Economic Co-operation 
and Development (OECD) 
defined nationalisation as 
“the taking of control by 
the government over assets 
and over a corporation” in 
a research paper presented 
at the fourth meeting of 
the Task Force on Harmo-
nization of Public Sector 
Accounting, hosted by the 
International Monetary 

Fund (IMF) in Washing-
ton DC, on 3 to 6 October 
2005.

According to Dupuis, a 
government can nationalise 
private assets or corpora-
tions in two ways. The first 
is to confiscate the asset(s) 
which is tantamount to 
uncompensated seizure 
of assets. The second is by 
purchasing most or all the 
assets from the current own-
ers at a price which is close 
to the market price. This is 
the most common way of 

nationalisation. 
Though some forms 

of nationalisation - if done 
properly and for the right 
reasons, such as saving a 
country’s economy - may 
be advantageous, nation-
alisation will, in the way it 
is contemplated for South 
Africa, have disastrous con-
sequences. It will negatively 
affect the economy through 
various channels.

Exploring the impact via 
the exchange rate channel, 
sound reasoning yields the 

following chain of events: 
Foreign and domestic 
investors will be scared that 
they might not be com-
pensated appropriately for 
their investments. They will 
consequently sell their rand 
investments and this will 
cause the rand exchange rate 
to weaken sharply against 
other currencies. A weaker 
exchange rate will certainly 
increase the prices of goods 

and services, leading to 
higher inflation, thereby 
making consumers poorer 
as their rands will be able to 
buy less than before.

Judging from South 
Africa’s recent history, 
this will lead to strikes for 
higher salaries and wages, 
increasing inflation even 
further. This will force the 
Reserve Bank to increase 
interest rates, making credit 

more expensive and less 
accessible. Many home and 
asset owners will, under 
such circumstances, lose 
their properties and vehicles 
and they will be forced to 
dismiss their already vulner-
able employees, such as 
domestic and farm workers.

Following from this, the 
real sector of the economy 

what it’s all about?

By Prof Chris Harmse

The idea of a National 
Health insurance scheme 
for South Africa already 
dates back as far as 1929. 
The Union of South Africa 
national government ap-
pointed a commission as 
early as February 1926 to 
“examine and report upon 
old age pensions and an 
insurance system against the 
risks of sickness, accidents, 
premature death, invalidity 
and maternity”. The com-
mission completed its report 
in April of 1927 and the 
report was published in the 
British Medical Journal in 
April 1929. 

A very important deduc-
tion was made out of this 
commission report, namely 

that ”conditions in South 
Africa differ radically from 
those of Great Britain, or 
indeed in any other country 
which has adopted a scheme 
of national health insurance 
and, therefore, no existing 
scheme could be applied 
without fundamental altera-
tions.” 

The commission was 
also of the opinion that 
“certain regions as in the 

unsettled or pioneer stage 
(rural areas) are outside 
practical medical provisions” 
(due to distance and a lack 
of transport infrastructure). 
The commission came to 
the conclusion that a scheme 
of health insurance in such 
areas is impracticable and, 
therefore, recommended 
”the provision of a partially 
trained native medical ser-
vice to provide the necessary 
medical attention in the 
native areas of the Union.” 

Alongside these race 
divisions and rural-urban 
lines, medical services and 
insurance developed in 
South Africa over the next 
more than eighty years. As a 
result, by the end of 
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2010, only 17,6% of people 
have health insurance, 
which reaches almost 71% 
of whites but only 10,3 % 
of blacks, according to the 
national statistics agency. 
Some 84% of the country’s 
50-million people depend 
on public hospitals and clin-
ics, which are greatly over-
burdened despite the state’s 
health spending accounting 
for 8,5% of gross domestic 
product.

the iNtroduCtioN oF a 
NatioNal health PlaN 
aFter 1994 
Just after the 1994 first dem-
ocratic elections in South 
Africa, the ANC Govern-
ment then already planned 
for the implementation of a 
“National Health Plan for all 
South Africans”. The essence 
of the plan was that “every 
person has the right to 
achieve optimal health, and 
the ANC is committed to 

the promotion of health, us-
ing the Primary Health Care 
Approach as the underlying 
philosophy for restructuring 
the health system. Primary 
Health Care (PHC) will 
form an integral part, both of 
the country’s health system, 
and of the overall social and 
economic development of 
the community. Central to 
the PHC approach is full 
community participation 
in the planning, provision, 
control and monitoring of 
services. Democratically 
elected representatives will 
play a major role in the struc-
ture of the health services” 
(White Paper on National 
Health 1994).

It was recommended by 
the then ANC government 
that the basis of funding 
would continue to be from 
general tax revenue. It was 
strongly recommended 
that health services receive 
a higher proportion of this 
revenue, which should be 
increased to at least 4% 

of GDP (at least 13% of 
government expenditure). 
Additional revenue should 
be derived immediately by 
increasing the excise on 
tobacco, which will have an 
added benefit of reducing 
consumption. Increased du-
ties on alcohol may also be 
used to increase revenue. In 
this regard, a steady increase 
in the portion of spend-
ing on National Health as 
percentage of the GDP has 
more than doubled by 2010. 
Despite these efforts, public 
health services deteriorated 
even further since 1994. 

In his article: Setting 
priorities for Health Spend-
ing in South Africa” by 
Michael Cherry in the South 
African Journal of Sciences 
in 2009, the author noted 
that: “The past four years 
have seen an average real (i.e. 
inflation-adjusted) growth 
in state spending on health 
of 9% per annum. Sadly, this 
boom has not yet translated 
into better health indicators: 

… from page 1
(NHI)

to cite but two examples, 
life expectancy at birth for 
South Africans has declined 
from 63 years in 1990 to 47 
today; and infant mortality 
almost doubled between 
1997 and 2005. Govern-
ment health spending 
amounts to 10,9% of budget, 
and total spending (includ-
ing that in the private sector) 
is 8,9% of GDP. Many 
poorer countries spend less, 
but have far better health 
outcomes. How can this be 
changed?” 

In this regard, the South 
African Government intro-
duced the idea of a National 
Health Insurance (NHI) 
Scheme to be introduced.  
In 2010, the first document 
on a proposed NHI was 
prepared by The Ministerial 
Advisory Committee on the 
NHI, providing rough out-
line of the ANC’s National 
Health Insurance (NHI) 
scheme, which is ready to 
be submitted to the ANC 
National General Council 
(NGC) for debate. Conse-
quently, the Green Paper on 
the NHI was published on 
12 August 2011. 

the New Nhi :  
what will it Cost?
As part of the Green Paper 
of the NHI, the South 
African government has 
approved plans for a national 
health insurance scheme 
that will generate billions of 
rands in funding for the con-
troversial new public medi-
cal system. This ambitious 
scheme is to be rolled out 
over 14 years and aims to 
provide universal coverage 
and close the gap between 
expensive private care and 
the weak public facilities on 
which eight in 10 citizens 
depend.

“We are building a 
health system that will offer 
decent health care for all 
our people. It’s the right that 
large numbers of South Afri-
cans, over many generations, 
have never known,” Health 
Minister Aaron Motsoaledi 
said. Details of the scheme 
were approved by Cabinet. 
The implementation of the 
scheme will consist out of 
three phases over the next 
14 years. 

Phase 1: 2012 - 2016: 
Pilot studies and strength-
ening of the health system 
in areas including manage-
ment, quality improvement, 
infrastructure develop-
ment, equipment, human 
resources and information 
management. The cost of 
this phase will start with 
R125 billion in 2012 (in real 

terms at 2010 prices) and 
will increase by 7,6% per 
annum to R167 billion in 
2016. (Note, this is not extra 
cost and includes current 
spending on national health 
care.) 

Phase 2: 2017 - 2020: 
Pilot projects with the 
private sector and contract-
ing independent providers. 
The cost of this phase will 
start at R117 billion in 2017 
and will increase by 6,3% per 
annum in real terms to R213 
billion in 2020 (at 2010 
prices). 

Phase 3: 2021 -2020:  
The maturing phase: Total 
integration of public and 
private health care services. 
During this phase, all South 
Africans will, mandatory, 
become members of the 
NHI scheme. Members of 
the public, however, may 
remain on as members of 
private schemes. Private 
schemes, however, will not 
be subsidized and members 
will have to contribute in ad-
dition. The cost of this phase 
is estimated to start at R277 
billion (in real 2010 prices) 
and will increase by a mere 
4% per annum till 2025. 

is the New Nhi aFFord-
able aNd will it iNCrease 
the tax burdeN?
Since the introduction of 
the NHI green paper in 
mid August, South Africans 
were subjected to a barrage 
of reports about how the 
proposed NHI is unafford-
able, how it will increase the 
cost of labour and will push 
the economy into recession. 
However, one has to deal 
with all the facts and look 
also at the cost benefit of the 
proposed NHI. 

The NHI is intended to 
address the current reality. 
It includes building new 
facilities, upgrading existing 
ones, introducing commu-
nity-based teams of health 
workers to take services to 
people’s homes, taking steps 
to improve the quality of 
care in public facilities, and 
drawing on health profes-
sionals in the public and 
private sectors to provide 
improved healthcare for all. 
The most under-served areas 
will be focused on first.

This will cost money. And 
in this sense there will be an 
increase in taxes and/or social 
security contributions. In this 
sense the minister in Finance 
already, in the budget propos-
als of the 2011/2012 budget, 
announced that: “While 
initial allocations are made 
in the 2011 budget, the NHI 
system will require fund-

ing over and above current 
revenues allocated to public 
health. Preliminary analysis 
indicates that the phasing in 
of a payroll tax (payable by 
employers), an increase in 
the VAT rate and a surcharge 
on individuals’ taxable 
income could be considered 
as funding options. The 
feasibility and practicality 
of co-payments and or user 
charges will also be explored. 
Announcements about spe-
cific funding instruments will 
be made in the 2012 budget 
(National Budget Review, 
p69).

So, how much more 
money do we need? As analy-
sed above, the NHI will cost 
about R125 Billion in 2012, 
increasing to R256 Billion in 
2025. This is the total amount 
of money needed for publicly 
funded health services, and 
it is not extra funding. The 
government is already plan-
ning to spend more than 
R112 Billion in the 2011/12 
financial year on the health 
system and has budgeted to 
spend more than R120 Bil-
lion in 2012/13. So, this is a 
mere R5 Billion extra or only 
0,46% of the estimated total 
government expenditure of 
more than R1 085 Billion in 
the 2012/2013 budget year. 
National Treasury’s also esti-
mates that, given the growth 
in real GDP and the normal 
increases in tax income, the 
health budget will in any 
event increase to more than 
R180 Billion by 2025. At this 
point, with the NHI fully 
implemented, we will need 
additional public funding, 
not R256 Billion extra – only 
R76 Billion more or less than 
0,3% of the expected budget 
expenditure at that time.

Professor Di McIntyre, 
a professor in the health eco-
nomics unit at the University 
of Cape Town, sums up the 
debacle around the funding 
of the NHI as follows: “By 
the time the NHI is fully 
implemented, public spend-
ing on healthcare would be 
about 6% of GDP. This level 
of public funding for health 
care would not be unusual. 
The 2010 World Health Re-
port indicated that countries 
that have universal health 
systems spend about 5% to 
6% of GDP in the form of 
public funding. South Africa 
is thus intending to move into 
line with the level of public 
funding needed to achieve 
universal coverage anywhere 
in the world.

Prof Chris Harmse is Profes-
sor Extraordinary at the 
University of Pretoria
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From the
CEO's desk

We at UASA and FEDUSA 
are detecting a growing 
tendency among politicians 
and business leaders to talk 
about the need to address 
Labour standards in order 
to facilitate job creation.

On 23 August 2011, Mr 
Trevor Manual, Minister of 
planning in the Presidency, 
stated to LPs that economic 
growth will not be created 
through strikes, statements 
about Nationalisation, 
corruption and a lack of 
leadership.

Finance Minister, Mr 
Pravin Gordhan, recently 
added that South Africa 
won’t create four million 
jobs by 2025 on its current 
growth trajectory unless 
it changes some labour 
policies. He said that the 
unemployment rate cur-
rently stands at 25,7% (or 
7 678 000 South Africans 
are unemployed).  “We may 
have to change the way we 
see the labour dispensation 
in South Africa,” he said. 
For example, we need to 
retain the jobs of the 10 000 
people working at cloth-
ing factories in Newcastle, 
KwaZulu-Natal, while still 
allowing them to earn a 
reasonable wage and keep-
ing the factories open. On 
the other hand, factories 
threatened to close down 
and relocate to Lesotho or 
Botswana if they are forced 
to pay minimum wages.

Gordhan said laws 
might also have to be re-
laxed to allow young people 
to enter the workplace and 
gain skills and experience 
at lower wages, but not at 
the expense of people who 
already have jobs. Unless 
such changes are made, “we 
will not be able to make the 
breakthrough we need to 
create jobs in South Africa”, 
Gordhan concluded. 

Besides forever listening 
to talks and plans that take 
us nowhere, we are getting 
frustrated by the consistent 

lack of leadership needed 
to address our social and 
economic challenges in an 
integrated manner. While 
there might be a need to 
address labour standards for 
example, there is a plethora 
of other equally important 
and inter-related issues 
that need to be addressed 
as well.

Issues such as the worst 
example of equity in the 
world, economic policy that 
does not promote entrepre-
neurship, corruption and 
criminality etc. are issues 
that need to be addressed 
on an integrated and cohe-

sive manner to emerge with 
a plan that will take all the 
people of our country to a 
prosperous future.

In a Business Day article 
titled “Myth of SA’s unfair 
labour laws”, Paul Benja-
min, Professor of Law at the 
University of Cape Town, 
also refers to the fact that 
frequent references are 
made that, according to the 
World Economic Forum, 
SA’s unfair dismissal laws 
are the fifth-strictest in the 
world. 

He says that the state-
ment has become some-
thing of an urban legend. 
“Much of the credit for 
this must go to the widely 
quoted Loane Sharp and 
Richard Pike of Adcorp 
who use this statistic as part 
of their campaign to try to 
completely deregulate the 
labour market”.

The most authoritative 
comparative assessment of 
labour laws, according to 
him, is by the Organisation 
for Economic Co-oper-
ation and Development 
(OECD). Its report on 
employment protection 

laws dealing with hiring of 
permanent and temporary 
employees and collec-
tive dismissals allows SA’s 
labour laws to be compared 
with those of the OECD’s 
29 members, which include 
the world’s most developed 
economies, as well as 20 of 
the most significant devel-
oping economies including 
Brazil, Russia, India and 
China. 

Of the OECD’s 29 
members, only six (Canada, 
the US, the UK, Ireland, 
Iceland and Switzerland) 
are rated by the OECD 
as having more flexible 

employment protection 
laws than SA. Of the further 
20 countries for which data 
is available, the OECD 
ranks only two (Georgia 
and Malaysia) as having 
more flexible employment 
protection legislation 
than SA. According to the 
OECD, our employment 
protection laws are more 
flexible than those of the 
other four BRICS countries 
and economies, such as 
Indonesia and Argentina. 

What the OECD data 
tells us is that in a group 
of most of the world’s 50 
major economies, only 
eight are classified as having 
more flexible labour laws 
than SA. This should be 
sufficient proof that our 
employment protection 
laws as relatively flexible 
and is a useful indicator that 
we do not need wholesale 
deregulation but rather 
targeted reforms addressing 
key problems of inequality 
and unemployment. 

He concludes by saying 
that repeating the mis-
leading World Economic 
Forum statistic leads to 

leadershiP urgeNtly 
Needed iN south aFriCa!

the erroneous perception 
that our labour laws are the 
major (even the only) cause 
of unemployment and that 
repealing them will auto-
matically lead to greater 
employment. 

Clem Sunter, world- 
renowned authority on 
scenario planning, refers 
to an article of his on 
redirecting Julius Malema, 
saying we will realise we are 
at a second tipping point 
around economic freedom, 
in contrast to the first one 
around political freedom in 
the early 1990s. Moreover, 
just as the first tipping point 
required Codesa I and II 
to negotiate a new political 
democracy for the country, 
we need Codesa III to 
negotiate a new economic 
democracy.

He says it is now a case 
of a new deal to launch 
South Africa onto the 
growth path of becoming 
a winning nation; or no 
deal plunging the nation 
into penury or, worse still, 
civil war. Codesa III will 
require different players at 
the table including busi-
ness, agricultural bodies 
and trade unions alongside 
the major political actors. 

Other community-based 
organisations, NGOs, busi-
ness schools and various 
academic experts will be 
required for aspects of the 
debate. Following in the 
footsteps of the previous 
Codesas, an open debate 
must lead to decisions and 
actions ushering in a new 
economic order. We have 
done it before, we can do 
it again.

The agenda will be dif-
ferent. Here is the “agenda” 
I propose, but obviously 
Minister Ebrahim Patel and 
members of the National 
Planning Commission must 
be involved in formulat-
ing it:

1. NatioNalisatioN
It is hoped that, by mu-
tual consent, the policy of 
nationalisation of entire 
industries is abandoned 
as a desirable option; but 
the role of state owned 
enterprises is clarified. The 
possibility of employee 
share ownership schemes is 
examined to give workers a 
stake in the mineral wealth 
and means of production of 

the country.
2. laNd owNershiP
The issue of vacant farm 
land is discussed as is the 
current failure of the willing 
buyer-willing seller scheme. 
Alternatives to improve 
the prospects of emerging 
black farmers are identified 
as well as a ladder to climb 
from small-scale farming to 
large-scale agri-businesses 
going downstream in the 
food chain. Ways that the 
big food retail chains can 
encourage farming enter-
prises to be established and 
grow their profitability by 
becoming part of the sup-
ply chain are investigated. 
Realistic targets on transfer 
of land from white to black 
farmers are set. Employee 
share ownership schemes 
are examined for the same 
reason as in mining.

3.  beNeFiCiatioN aNd 
geNeral rules oF 
iNvestmeNt

Ways of adding value to 
both mineral and agricul-
tural products before they 
are exported are debated as 
are the rules generally for 
investing in industry in the 
country. The objective is to 
remove policy uncertainty 
which is having an adverse 
impact on foreign direct 
investment and local invest-
ment.

4. CaPital owNershiP
The strengths and weak-
nesses of the current BEE 
programmes are evalu-
ated in terms of changing 
the ownership of existing 
capital. The role of banks, 
the JSE, possible local stock 
exchanges, venture capital 
companies, stokvels and 
government guaranteed 
loan schemes is debated 
as a means of providing 
new capital for enterprise 
development.

5.  PubliC Private  
PartNershiPs

This area has unbelievable 
potential in improving 
service delivery in areas 
like infrastructure includ-
ing independent power 
sources, and the running of 
railways and ports. Equally 
in health, housing and 
education there have to be 
many possibilities that can 
be captured in discussion.

6. eCoNomiC Freedom
This is a critical item on  
the agenda and covers 
a whole range of issues 
comprising technical and 
entrepreneurial training; tax 
incentives to get companies 

to hire young people and 
train them; tax holidays and 
simplified labour legislation 
for small business; changes 
in company scorecards  
to promote stronger 
relationships between big 
and small business; the 
extension of the cell phone 
to become an electronic  
wallet and portable IT sys-
tem for small business; and 
the possibility of introduc-
ing basic income grants and 
local energy transfer systems 
(bartering of services and 
goods) in rural communi-
ties. Worker co-operatives 
as a way of empowering 
labour forces should also be 
covered – John Lewis as a 
successful retailer in the UK 
being a remarkable example.

7.  eNviroNmeNtal  
sustaiNability

No agenda is complete 
without discussing the 
impact of business on 
the environment, carbon 
taxes, green industries, water 
shortages and desertifica-
tion. A balance between 
economic development and 
environmental sustainability 
is central to any long-term 
economic plan.

Judging from the  
aforesaid, we agree with 
both Professor Paul  
Benjamin and Mr Clem 
Sunter that SA requires a 
serious and urgent debate on 
the full range of factors that 
contribute to unemploy-
ment and which addresses 
the fact that many workers 
in the labour market are 
inadequately protected. 

The idea of a big-bang 
event like Codesa III should 
not be lost. Clem Sunter says 
it is infinitely preferable to 
a series of smaller meetings 
behind closed doors which 
will probably lead nowhere. 
We have to make the whole 
process transparent with 
extensive media coverage. 
We have to achieve a set of 
measurable outcomes to 
which the players attending 
the meeting commit them-
selves. Finally, we have to 
have a system that monitors 
progress so that strategies 
and tactics can be adapted 
in light of successes and 
failures down the line. 

Our leaders must stop 
blaming the past for our 
failures and inabilities to 
make meaningful progress 
towards solving our inherent 
problems today and in the 
future. They were elected to 
lead us – we need statesman-
ship, wisdom and leadership 
in our incredible country 
now!

our leaders must stop blaming the past for our  
failures and inabilities to make meaningful progress 

towards solving our inherent problems
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In 1991, UASA CEO Koos 
Bezuidenhout left a prom-
ising career in mining - he 
had just received a very at-
tractive offer of promotion, 
being responsible for mine 
shaft, stoping and devel-
oping at Harmony Gold 
Mine in Virginia in the Free 
State - to join the Under-
ground Officials Associa-
tion as trade union official 
responsible for the East 
Rand, Far East Rand and 
Natal. Two years later, he 
was promoted to Assistant 
General Secretary-Manager 
under the able leadership 
of Renier de Waal. 

From the outset, his 
trade union career was 
characterized by an urge 
to critically examine the 
existing union systems and 
procedures.  He often said: 
”Don’t wait for something 
to happen  -  you must 
make things happen.”  He 
was soon intrigued by the 
role of trade unions in the 
employer/employee rela-
tionship in the economy 
- in general and in society, 
but most of all what union 
membership means to em-

ployees: the benefits that 
are associated with being a 
union member.

In the early nineties, 
the closed shop agreement 
that existed between the 
officials’ associations and 
the Chamber of Mines 
fell away. The result was 
no further guaranteed 
membership and the big 
competition for members 
among the unions was 
on. Koos sensed that the 
lifespan of the various 
officials’ associations in 
the mining industry would 
be seriously impacted 
unless drastic preventa-
tive measures were taken. 
He asked the MSOA, the 
SATOA and his own UOA 
“why are we still separate?” 
He realised that service to 
members as a whole was 

leaving much to be desired 
and should be improved 
as a matter of urgency.  His 
dream was one united and 
strong officials’ association 
that could operate far more 
effectively than the other 
associations could on their 
own.  

This became the 
hallmark of Koos and he 
and a dedicated team have 
been successful in bringing 
together a host of different 
trade unions, some small, 
some big, including some 
from outside of the mining 
industry.

After 20 years in the 
trade union movement, 
having been part of the 
development of UASA into 
the organisation it is today 
and Koos playing a signifi-
cant role at a national level 
as a result of the leadership 
role that he occupies at 
FEDUSA, he can surely 
feel accomplished. He, 
therefore, deserves con-
gratulations and salutations 
for these accomplishments.

Well done Koos on 
completing a successful 20 
years’ service at UASA. 

Koos – looking back at 20 years

On 18 August, UASA 
Management participated in 
a Nationalisation Workshop 
hosted by the Federation 
of Unions of South Africa 
(FEDUSA). The workshop 
which took the form of a no-
holds barred debate 
focused on the 
possible imple-
mentation and 
consequences 
of nation-
alisation. 

FEDUSA leadership believes 
the issue to be of such 
importance that, for them to 
come to any conclusions, the 
concept of nationalisation 
must be clearly defined and 
all possible consequences 

of this action must 
be explored and 

weighed. 
A number of 

highly qualified 
speakers 

were invited to address the 
assembly, amongst which 
UASA’s Chief Operating 
Officer Leon Grobler, Frans 
Cronje from the Institute for 
Race Relations, Neren Rau 
CEO of the South African 
Chamber of Commerce and 
Industry (SACCI), Leon 
Louw from the Free Market 
Foundation (FMF), Roger 
Baxter Chief Economist at 
the Chamber of Mines, as 
well as representatives from 
Organised Labour. 

Over-politicising the 
debate of nationalisation 
without awareness of the 
correct definition, terms of 
reference and strategy objec-
tives involved, can lead to 
polarisation along racial and 
class-based lines, which is 
counterproductive and still 
does not help uplift those 
stuck in the cycle of poverty 
and unemployment.
"We hoped the debate would 
offer solutions based on 
shared values and progressive 

Job creation through state intervention
uasa sees employee ratios and skills development reducing unemployment and benefiting more  

south africans across the board

PréCis
aFrikaaNs
Die bestuur van UASA het in Augustus aan 'n werksessie oor nasionalisering deelge-
neem wat deur die Federasie van Unies van Suid-Afrika (FEDUSA) aangebied is. 
Die werksessie het die vorm van 'n kaalvuisdebat aangeneem waartydens die moont-
like implementering en gevolge van nasionalisering indringend bespreek is. 'n Aantal 
hoogs gekwalifiseerde sprekers is genooi om die byeenkoms toe te spreek, onder wie 
UASA se bedryfshoof, Leon Grobler, wat gepraat het oor werkskepping deur staatsin-
menging in die mineralesektor. Mnr. Grobler het 'n pleidooi gelewer vir verpligte 
indiensnemingsratio’s om te verseker dat plaaslike gemeenskappe en Suid-Afrikaners 
baat vind by nasionale mynbou-en minerale hulpbronne. Wat vaardigheidsontwikkel-
ing betref, het hy dit beklemtoon dat die jeug groter vaardighede aangeleer moet word. 
FEDUSA het tot die gevolgtrekking gekom dat nasionalisering nie 'n oplossing vir 
Suid-Afrika se maatskaplike probleme bied nie.

sesotho
Ka kgwedi ya Phato, Botsamaisi ba UASA bo ile ba nka seabo Wekeshopong ya Ho 
Fetisetswa ha Dikhampani tsa Poraefete Matsohong  a Mmuso(nationalisation), e 
neng e tshwerwe ke Federation of Unions of South Africa (FEDUSA). Wekeshopo 
ena, e ileng ya ba ya mokgwa wa puisano e sa qobeng letho, e ile ya tsepamisa maikutlo 
ho kgonahalo ya ho kenngwa tshebetsong le ditlamorao tsa nationalisation. Lenane 
la dibui tse nang le mangolo a hodimo di ne di menngwe ho tla bua le kopano eo, eo 
ho bona ho bileng le Leon Grobler wa UASA, ya ileng a etsa puo e sehlooho se reng 
“Kaho ya Mesebetsi ka Thuso ya Mmuso Lekaleng la Diminerale.” Mong. Grobler o 
ile a bua ka dirashiyo tsa kgiro e tlamang ho netefatsa hore baahi ba lehae le Maafrika 
Borwa ba una molemo ho dimaene tsa naha le mehlodi ya diminerale. Maelana le ntsh-
etsopele ya bokgoni o ile a tsepama ho matlafatso ya bokgoni batjheng. FEDUSA e ile 
ya etsa qeto ya hore ho fetisetswa ha dimaene matsohong a mmuso (nationalisation) 
ha se yona karabo/tharollo ya mathata a phedisano a Afrika Borwa.

xhosa
Ngo-Agasti, isigqeba esiphetheyo kwi-UASA sathatha inkxaxheba kwiingxoxo zoku-
guqulwa kwamashishini abucala abephantsi korhulumente (nationalisation), ngxoxo 
ezo zazifunqulwe yi-Federation of Unions of South africa (FEDUSA).  Ezi ngxoxo 
zazingafihli nto, zazitsolise kuhlobo ezinguqu zingenziwa ngalo kwakunye nezi-
phumo zazo. Kwakukho izithethi eziphambili ezagadlelayo ekuqukwa phakathi kwazo 
u-Leon Grobbler we-UASA owathi wathetha ngesihloko esithi “Ukudalwa kwemise-
benzi ngokungenelela kukarhulumente kushishino lwezembiwa.” UMnu uGrobbler 
wathetha ngolwamano lwengqesho olunyanzelekileyo ukuqinisekisa ukuba uluntu 
kwakunye nabemi beli ngokubanzi bayaxhamla kwizembiwa zeli. Malunga nophuhliso 
lwezakhono, ugxininise kuphuhliso lolutsha. I-FEDUSA yafikelela kwisigqibo sokuba 
ukubekwa kwamashishini abucala phantsi korhulumente ayisosisombululo kwiingxaki 
zoMzantsi afrika.

Zulu
Ngo-Agasti, i-UASA Management yabamba iqhaza emhlanganweni wokubonisana 
owawusingethwe yi-Federation of Unions of South Africa (FEDUSA). Lomhlan-
gano wokubonisana owabamba impikiswano lapho kwakungagodlwa lutho khona, 
wagxila ekusetshenzisweni nasemiphumeleni yokufakwa kwezinkampani ngaphansi 
kukahulumeni. Izikhulumi eziningana  eziqeqeshwe kakhulu zamenywa ukuzothula 
inkulumo emhlanganweni, esinye sazo okwakungu Leon Grobler we-UASA, owenza 
isethulo isihloko saso esasithi, “Ukusungulwa kwamathuba emisebenzi ngokungenele-
la kombuso emkhakheni wokumbiwa phansi”. Umnumzane Grobler waphakamisa 
umbono wokuqashwa kwezisebenzi ngokwezilinganiso ukuqinisekisa ukuthi imi-
phakathi yendawo nabantu baseNingizimu Afrika bayahlomula ezimayini zezwe lonke 
nasemithonjeni yezokumbiwa phansi. Mayelana nokuthuthukiswa kwamakhono, 
wagxila ekuhlonyisweni ngamakhono kwentsha. I-FEDUSA yanquma ukuthi, uku-
fakwa kwezinkampani ngaphansi kukahulumeni akusisona isithombululo sezinkinga 
zempilo-nhlao yaseNingizimu Afrika.

compromises,” FEDUSA 
General Secretary Dennis 
George said.

Leon Grobler (UASA) 
delivered a presentation 
entitled “Job Creation 
through State Intervention in 
the Minerals Sector”, starting 
with a quotation of an ANC 
National Congress resolu-

tion that states the country’s 
resources should do more for 
its people than just produce 
profits for a limited few.  
Grobler put forward various 
models of state intervention 
in mines, focusing specifically 
on beneficiation. He used the 
diamond and uranium min-
ing industries as examples, as 

well as chrome and manga-
nese production to show how 
downstream beneficiation 
could assist with job creation. 

In terms of the labour 
market, Grobler argued for 
compulsory employment 
ratios to ensure that local 

to page 22… 

Leon Grobler

Fedusa debate
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will be negatively affected 
via the consumer spending 
channel. As the costs of 
goods and services become 
more expensive due to 
higher import costs and 
salary increases, compa-
nies will have to retrench 
workers. Job losses mean 
less consumer purchasing 
power, reducing profit-
making opportunities for 
companies. This may lead to 
a vicious circle of tax, cost 
and job loss increases. As 
the government will receive 
less tax income, it will not 
be able to provide services 
and make welfare grants to 
the poor.

Alternatively, they will 
have to resort to increasing 
taxes on those still having 
a job. However, this will 
further reduce consumer 

spending which, in turn, 
will lead to further job 
losses. Moreover, in order 
to purchase the shares of 
private owners, albeit not at 
market-related prices, the 
government will have to 
implement more and higher 
taxes. As already mentioned, 
this will lead to further job 

losses.
In short, nationalisation 

will most certainly lead to 
higher unemployment and 
poverty and further increase 
income inequality in South 
Africa.

The above scenario is 

very probable, considering 
that, on 4 August 2011, 
Cosatu economist Professor 
Chris Malikane, told the 
South African Chamber of 
Commerce and Industry in 
no uncertain terms that it is 
not a matter if nationalisa-
tion will happen, but rather 
when and in what format. 

According to him, research 
on nationalisation, initiated 
in November last year, is 
now focusing on the type of 
nationalisation model to be 
implemented. 

in short, nationalisation will  
most certainly lead to higher  

unemployment and poverty and 
further increase income inequality 

in south africa

PréCis
aFrikaaNs
Sal dit die ekonomie baat as groot gedeeltes van Suid-Afrika se private sektor ge-
nasionaliseer word? Hierdie netelige vraag is al jare lank die onderwerp van vurige 
bespreking tussen die Suid-Afrikaanse private sektor en die driepartybondgenoot-
skap bestaande uit die ANC, COSATU en die SAKP. Ofskoon sommige vorms van 
nasionalisering voordelig kan wees – mits dit behoorlik en om die regte redes gedoen 
word, soos om 'n land se ekonomie van ondergang te red – sal nasionalisering soos 
dit vir Suid-Afrika in die vooruitsig gestel word, rampspoedige gevolge hê wat die 
ekonomie op verskeie maniere skade sal berokken. In 'n neutedop: nasionalisering sal 
ongetwyfeld tot groter werkloosheid en armoede lei, en die gaping tussen ryk en arm 
in Suid-Afrika net verder vergroot.

sesotho
Na ho fetisetswa ha dikarolo tse kgolo tsa dikhampani tsa poraefete tsa Afrika Borwa 
matsohong a setjhaba/mmuso ho tla tswela ekonomi molemo kapa tjhe? Sena jwale 
e se e bile dilemo tse ngata e le sehlooho sa puisano e tjhesang pakeng tsa lekala la 
poraefete la Afrika Borwa le setlamo sa mekga e meraro sa ANC/Cosatu/SACP. Le 
ha mefuta e meng ya ho fetisetswa mmusong/setjhabeng (nationalisation) – ha ho 
ka etswa ka nepo le ka mabaka a nnete, jwaloka ho boloka ekonomi ya naha – e ka ba 
molemo, ho fetisetswa ha dikhampani ho mmuso, ho ya kamoo ho shebilweng bakeng 
sa Afrika Borwa, ho tla ba le ditlamorao tse mahlonoko tse tla ama ekonomi ka tsela 
e mpe ka metjha e fapaneng. Ka bokgutshwanyane, ho fetisetswa ha dikhampani tsa 
poraefete ho mmuso ho tla baka tlhoko tsa mesebetsi le bofuma e le ka nnete mme 
hape ho tla eketsa ho se lekane meputsong Afrika Borwa.

xhosa
Ingaba ukwenziwa kwamashishini abucala abengawesizwe kungabanegalelo ekuphuh-
liseni uqoqosho okanye hayi? Le yingxoxo ekudala igquba phakathi koosomashishini 
babucala kwakunye nonxantathu we-ANC/Cosatu/SACP. Nakubeni uhlobo oluthile 
lokuguqula amashishini athile abephantsi korhulumente kungaba nendzuzo kwezoqo-
qosho, ukuba oko kwenziwe ngendlela nezizathi ezifanelekileyo, ngohlobo ekucetywa 
ngalo eMzantsi Afrika, kodwa kukho inkxalabo nengcingane yokuba oko kungaluphaz-
amisa uqoqosho kweli ngeendlela ezininzi.  Ngamafutshane, kubonwa ukuba ukube-
kwa kwamashishini abucala phantsi korhulumente kungakhokelela kukunqongophala 
komsebenzi , intlupheko kwakunye nokudaleka komsantsa  kwimivuso eMzantsi 
Afrika. 

Zulu
Ngabe ukufakwa kwezingxenye eziningi zezinkampani zangasese zaseNingizimu Afri-
ka kuzowuhlomulisa yini umkhakha wezomnotho noma cha? Lokhu sekube yisihloko 
sezimpikiswano ezinzima phakathi kwezinkampani zangasese zaseNingizimu Afrika 
kanye nomfelandawonye we-ANC/Cosatu/SACP, iminyaka eminingi. Yize kona uku-
fakwa okuthile kwezinkampani ngaphansi kukahulumeni  – uma kwenziwe kahle futhi 
kwenzelwa izizathu ezifanele, njengokusindisa umnotho wezwe – kungasiza, ukufakwa 
kwezinkampani ngaphansi kukahulumeni, ngendlela okucatshangelwa ngayo iNingiz-
imu Afrika, kuzoba nemiphumela engemihle ezoba nemithelela emibi kwezomnotho 
ngezindlela eziningi. Kafuphi, ukufakwa kwezinkampani ngaphansi kukahulumeni 
kuzoholela ekuncipheni kwamathuba emisebenzi futhi kwandise igebe lokungalingani 
kwamaholo eNingizimu Afrika.

… from page 1
(Nationalisation)

to page 23… 

On 16 August 2011, the 
Corporate services team 
convened a Can Do At-
titude Lekgotla. This day 
had at its core the vision to 
reaffirm our commitment 
to our Can Do Attitude 
and to focus on:
1. Locus of control
2.  Circle of concern and 

influence
3.  Group dynamics – The 

hallmark of a good team.
The day was profes-

sionally run by Edge 
Media who presented the 
above themes to the team. 
The focus, however, also 
centred on Kaizen. The fol-
lowing definition of Kaizen 
is adopted from Wikipedia 
where it is defined as Japa-
nese for ”improvement”, 
or “change for the better” 
and refers to philosophy or 
practices that focus upon 
continuous improvement 
of processes. 

This is true of our 
commitment to CDA and, 
to achieve it, we have to 
improve on everything 
we do, say and act on. The 

key to this activity within 
Corporate Services is to 
standardise activities; 
measure the activity; gauge 
measurements against 
the set requirements 
within CDA; innovate on 
a continuous basis to meet 
requirements and increase 
productivity to meet the 
changing needs of mem-
bers and staff; standardise 
the new, improved systems 
and processes and service 
levels. Never stop the cycle 
of improvement - however 
small the steps might seem.
       The five main elements 
of Kaizen and CDA are:
• Teamwork
• Personal discipline
• Improved morale
• Quality circles
•  Suggestions for improve-

ment.
CDA and Kaizen are a 

daily process, the purpose 
of which goes beyond 
simple productivity 
improvement and service 
levels to members. It is 
also a process that, when 
done correctly, humanizes 

the workplace, eliminates 
overly hard work (”muri”), 
and teaches people how 
to perform experiments 
on their work using the 
scientific method and 
how to learn, to spot and 
eliminate waste in business 
processes. In all, the pro-
cess suggests a humanized 
approach to workers and 
to increasing productivity. 
The Lekgotla ended off 
with a renewed sense of 
belonging to the team to 
tackle every challenge that 
comes our way with a focus 
of team spirit and a sense of 
owing the challenge to seek 
a sustainable solution – to 
up the perceived and real 
service levels whenever 
and where ever we deal 
with members and staff. 
Members choose us, not 
the other way round.

• Lekgotla is a Sotho and 
Xhosa word meaning a 
meeting place for village 
assemblies to discuss  
strategy planning.

uasa CorPorate serviCes  

lekgotla 2011

From the desk oF jaCques hugo

iN FoCus
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The recent Mine Safe Conference was held at 
Emperor’s Palace in Kempton Park from 15 to 19 
August. Whereas last year the focus of proceed-
ings was on the hard-rock mining industry, this 
year’s proceedings covered the entire mining 
industry and focused on safety leading to zero 
harm. 

UASA’s Divisional Manager (Minerals Sec-
tor), Franz Stehring, delivered an important 
presentation at the Conference on the topic of 
Water Pollution, particularly the issue of acid 
mine drainage (AMD) water – an unwelcome 
by-product of mining that threatens our water 
supply, to the point that sufficient clean drinking 
water will be hard to come by in this country if 
drastic action isn’t taken.

UASA’s full-time union representative Johan 
Kok was invited to chair an afternoon’s proceed-
ings and he feels zero harm is achievable, provid-
ed all parties (management, union and workers) 
wish to make it a priority and work consistently 
towards this goal.

Speakers across the spectrum of mining and 
mines shared new technology, development and 
practices around the topics of safety and health 
(tackling tuberculosis amongst others) with 
their peers and the unions.  One presentation 
featured accident reconstruction simulations 
and explored its potential impact on the preven-
tion of future mine accidents and another how 
thermal and 3D imaging can be used for under-
ground rail-bound collision detection.

As previously, an award ceremony recognised 
the work of those who made significant contribu-
tions to the mining industry with their efforts 
and vision that supported the zero harm goal. 

miNe saFety a Priority
how to get to zero-harm focus point of third mine safe Conference
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ProFile

Tommy van der Merwe serves on UASA’s Management 
Committee (MANCOM) and its Executive Committee 
(EXCO) – this is his third term now. 

After finishing matric, in Pretoria, he served his ap-
prenticeship as fitter and turner. Currently, he’s a specialised 
fitter and turner responsible for the maintenance of produc-
tion machinery at Denel and he still lives in Pretoria.

His relationship with UASA has its roots in his mem-
bership of AAWU (Ammunition & Allied Workers Union 
within Denel). When this union and a number of others 
amalgamated with UASA in 2001/2002, he became a 
UASA member and was, at that time, already the chairman of AAWU’s management 
committee.

He feels his association with UASA has enriched his life, provided him with useful 
tools and inspired him to help others. He’s very proud of the fact that he hasn’t lost one 
appeal, even though he has, over the years, represented members in a large number of 
unfair dismissal and disciplinary cases.

Apart from his MANCOM and EXCO duties, Tommy is also chairman of UASA’s 
branch committee at Pretoria Metal Pressings (PMP) – a division of Denel. He also 
serves on Denel’s Transformation Committee and is responsible for health and safety 
issues within PMP. 

Tommy is married to Martha and they have a son John who has done them proud. 
He is a qualified medical doctor who’s accepted a posting to Canada after completing 
his internship at the George Mukhari hospital in Ga-Rankuwa, North West Province. 
Tommy and Martha will be visiting him and his wife in December.

Outside of work, Tommy enjoys running marathons (six Comrades under his belt) 
and wants to participate in the Comrades’ Centenary run, next year. He recently built 
a holiday home in Herolds Bay near George and is looking forward to some well-
deserved time out there.

In the early years of his working life Johan Kok 
was actually a qualified train driver who travelled 
the rails, but in 1987 he switched gears and joined 
the mining world at Kinross mine as a hoist 
driver. Around this time he also became a union 
man.

In 1989, he moved to a JCI platinum mine 
near Rustenburg, the town where he would 
live for the next 22 years, raise his children and 
participate in union activities. In time, he would 
move over to the Siphumelele Mine where his 
dedication as an active union member paid off and he was made shop steward at the 
mine, a position he’s manned full-time for the past six years.

Johan credits Frans Stehring, Divisional Manager of UASA’s Minerals Sector 
Division, as a positive influence in his life and someone who motivated him to better 
himself. Instead of just barrelling headlong into situations, Johan learned how to deal 
with challenges with a new set of tools, thanks to his training as a shop steward in 
advanced labour law.

He says: “Being a shop steward has taught me that honesty is really the best policy. 
Creating false expectations with people and then disappointing them can have disas-
trous consequences. You have to have the guts to call things as they are and not try to 
sugar coat them or say what people want to hear – and that can be very tough to do.”

Johan recently attended the Mine Safe Conference, held at Emperor’s Palace in 
Kempton Park, and was impressed with how passionate the mining community is 
about the subject and its goal to achieve zero harm in the workplace. In his opinion, 
this goal can be achieved if all parties – management, unions and workers – make it 
their mission in life to support this cause to achieve zero harm.

Johan is married to Moira, still lives in Rustenburg and has two sons aged 28 and 
16 respectively. Any free time he has is spent fishing.

tommy van der merwe

meet johan kok 
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 Company  Category   2011  2012 guaranteed minimum 

AngloGold Ashanti and Gold Fields  Category 3:   10%  10%

Category 4:    10%   10%

Categories 5 to 8:   9%   9%

Miners, Artisans and Officials:   8%   8%

Harmony and Rand Uranium Category 3:   10% 10%

Category 4:   10% 10%

Categories 5 to 8:    8,5%   8,5%

Miners, Artisans and Officials:    7,5%   7,5%

Gold wage increments table:

 ISSUE  Category   2011  2012 guaranteed minimum 

HOUSING  Category D1:   R4741 R5178

Category C5:    R4000  R4360 

Categories C4:   R3500  R3815 

Categories C3:  R3200  R3488

Categories C2:  R2900  R3161

Categories C1:   R2700  R2943 

Categories CA7 – B7:   R2500  R2725 

PACKAGE EMPLOYEES  Category D1:          R3096 R 3524

Category C5: R2346 R 2706 
Categories C4: R1846 R 2161  
Categories C3: R1546 R1834 
Categories C2: R1246 R1507 
Categories C1: R1046 R1289  

LIVING OUT ALLOWANCE All Categories R1654 R 1737

HOUSING MOGALAKWENA Category D1          R 6000 R 6000

Category C5                                         R 5918 R 6000 

Categories C4: R 5550 R 5828 

Categories C3: R 5200 R 5460

Categories C2: R 4843 R 5085

Categories C1: R 4388 R 4607 

Category B7: R 3773 R 3962

Category B6:          R 3243 R 3405

Category B5:                                         R 2802 R 2942 

Categories B4: R 1923 R 2019 

Categories B3: R 1778  R 1867

Categories A: R 1654 R 1737

Gold wage increments table:

wage NegotiatioN results
outcomes for the gold, platinum and coal sectors

The latest round of wage 
negotiations in the gold, 
platinum and coal sectors 
yielded results, which 
UASA is happy to commu-
nicate to its members.

For the gold sector 
increases, up to 10% were 

negotiated. The table below 
provides details in this 
regard. The negotiations 
team wishes to inform our 
members that due to the 
persistence of UASA, the 
Chamber agreed to award 
the same guaranteed mini-

mum percentage increase 
for 2012.

During negotiations it 
became clear that UASA 
had to cater in isolation for 
Miners, Artisans and Of-
ficials and for Category 3-8 
in tandem with NUM. 

 Company  Category   2011  2012 guaranteed minimum 

AngloGold Ashanti and Gold Fields  Category 3:   10%  10%

Category 4:    10%   10%

Categories 5 to 8:   9%   9%

Miners, Artisans and Officials:   8%   8%

Harmony and Rand Uranium Category 3:   10% 10%

Category 4:   10% 10%

Categories 5 to 8:    8,5%   8,5%

Miners, Artisans and Officials:    7,5%   7,5%

Gold wage increments table:

 ISSUE  Category   2011  2012 guaranteed minimum 

HOUSING  Category D1:   R4741 R5178

Category C5:    R4000  R4360 

Categories C4:   R3500  R3815 

Categories C3:  R3200  R3488

Categories C2:  R2900  R3161

Categories C1:   R2700  R2943 

Categories CA7 – B7:   R2500  R2725 

PACKAGE EMPLOYEES  Category D1:          R3096 R 3524

Category C5: R2346 R 2706 
Categories C4: R1846 R 2161  
Categories C3: R1546 R1834 
Categories C2: R1246 R1507 
Categories C1: R1046 R1289  

LIVING OUT ALLOWANCE All Categories R1654 R 1737

HOUSING MOGALAKWENA Category D1          R 6000 R 6000

Category C5                                         R 5918 R 6000 

Categories C4: R 5550 R 5828 

Categories C3: R 5200 R 5460

Categories C2: R 4843 R 5085

Categories C1: R 4388 R 4607 

Category B7: R 3773 R 3962

Category B6:          R 3243 R 3405

Category B5:                                         R 2802 R 2942 

Categories B4: R 1923 R 2019 

Categories B3: R 1778  R 1867

Categories A: R 1654 R 1737

Gold wage increments table:

Additional to the above UASA accomplished

b-band officials
The Companies will give the same percentage increase as equivalent Category 3 to 8 
employees to those monthly paid staff where the bargaining units overlap and where 
such monthly paid staff could end up earning less than the equivalent Category 3 to 8 
employees once they receive the Officials’ increase.

The Employers agreed 
that surface Officials and 
Artisans' period of service 
can be extended to the age 
of 63 where specific skills 
are required. 

At Harmony it was 
agreed that the issue of 
ESOPS (the Employee 
Share Option Scheme) 
would be finalised within 
90 days of the signing 
of the wage agreement. 
Rand Uranium is cur-
rently changing ownership 
and the new owners will 
deal with the issue within 
twelve months of the trans-
action being completed.

Youth development 
strategies and bursary 
schemes are being pursued 
by Rand Uranium and, by 
March 1212, the Cham-
ber of Mines will deliver 
a report regarding these 
initiatives.

It was agreed that sever-
ance pay upon retrench-
ment would not be less 
than R20 000 and that the 
unions could still negotiate 
severance pay at company 
level.

The Chamber was 
determined to make a con-
tribution to alleviate the 
plight of the former Aurora 
employees and would peti-
tion the Government to 
establish a body to control 

liquidators – similar to 
what applies to estate 
agents and lawyers.

The current mini-
mum medical incapacity 
benefit of R20 000 will be 
increased by R5 000 from 
the date the agreement 
was signed and, on 1 July 
2012, by a further R12 000. 
As concerns medical aid 
contribution, the employer 
will carry 60% of the rate 
and the employee 40% 
for a period of five years 
from the date of the agree-
ment – for Category 3 to 8 
employees.

The current Living-Out 
Allowance of R1 400 per 
month will be increased 
by R120 per month on 1 
September 2011 and by a 

further R120 on 1 Septem-
ber 2012.

A task team will be es-
tablished within 30 days of 
the signed wage agreement 
to address the threat to the 
future of the gold mining 
industry because of a con-
tinued fall in production.

wage NegotiatioNs 
FeedbaCk – CoNdi-
tioNal wage oFFer From 
maNgemeNt For aNglo 
ameriCaN PlatiNum
After a due process of 
mandate verification our 
members voted in favour of 
the wage negotiations team 
expediting the process to 
obtain a final offer of  
Management.

Additional to the above, UASA wishes to inform its members that the following issues will 
be dealt with Task Teams for recommendations to the CBF:

Bullet-proof-vest allowance, a possible new grading system, salary scales with a 
minimum of 10% differencing between the band, Retirement fund Benefits, DBS for 
Operators Recognition Unit and a new Long Service award Scheme.

the 2011 – 2012 review of salaries and employment conditions on collieries
All companies, with the exception of Delmas and Optimum Coal, will increase salaries in 
2011 as follows:
• 10,5% for category 4 employees
• 10% for category 5 employees
• 9% for categories 6 to 8
• 8% for miners, artisans and officials.
• Delmas will increase salaries in 2011 by 10% for category 4 employees, 
• 9% for categories 5 to 8 and
• 7,5% for miners, artisans and officials.
• Optimum Coal will increase salaries in 2011 by 10% for B-Band and 
• 8,5% for C-Band.
In 2012 all companies with the exception of Optimum Coal will increase salaries as follows:
• 10% for category 4 and 5 employees
• 8,5% for category 6 – 8 employees
• 7,5% for miners, artisans and officials
Optimum coal will increase salaries in 2010 as follows:
• 8% for B-Band and 7.5% for C-Band

Medical and housing allowances for the various collieries were negotiated and improved. For 
specific details contact your full-time shop steward or the union for further information too 
detailed to present here.
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The 25th Rotary Greatest 
Train Race has been the 
most successful yet, with a 
record number of 20 000 
participants taking to the 
road between eMalahleni 
(Witbank) and Middelburg 
on Saturday, 20 August 
2011 – once more pitting 
their endurance and will-
power against the might of 
an electric locomotive and 
10 passenger coaches.

The 25th anniversary 
event was a celebration of 
the commitment, loy-
alty and dedication of the 
participants, sponsors and 
Rotary volunteers to the 
less fortunate in the Mid-
delburg and eMalahleni 
communities. 

The Greatest Train 
Race has shown tremen-
dous growth since its 
inception in October of 
1987 and is now the larg-
est community outreach 
program of its kind in the 

country, raising around 
a million rand to assist 
and support a dozen (and 
more) charitable projects 
and local community-
based beneficiaries. 

This year’s event was 
made possible thanks to 
the main sponsors such 
as Anglo American, BHP 
Billiton, Energy Coal South 
Africa, TRAC and Xstrata 
SA coming on board and 
offering the necessary 
financial and logistical as-
sistance.

Many local organisa-
tions and smaller busi-
nesses remain committed 
partners in this event that 
brings a considerable 
amount of joy to the lives 
of those less fortunate. The 
organisers would like to 
appeal to companies in the 
surrounding communi-
ties to seriously consider 
becoming future partners 
in this worthwhile commu-

nity venture. The feel-good 
factor is inspiring.

The funds gener-
ated from the event were 
earmarked for allocation to 
the following beneficiaries:
• Children’s Homes: Mid-
delburg Care Village, Kriel 
Children’s Home, Umephi 
House.
•  Homes for the Aged: 

SAVF Middelburg & 
Hendrina, St Joseph’s, 
Moths Middelburg, Im-
mergroen, Kaghuka.

•  Physically & Mentally 
Disadvantaged: Huis-
Betsie Louw, Highveld 
Society, Collapsible 
Wheelchair Project. 

• Middelburg Hospice.
• SA Reserve Police 
Services (Middelburg and 
eMalahleni).
•  SPCA (Middelburg & 

eMalahleni).
• Loskop Children’s Fund.
•  Establishment of Pro-life 

Centre.

• SWEMB.
• Annual Blanket Project.
•  Provision of sanitation, 

water and essential equip-
ment for Rural Schools 
and Preschools in the 
area.

• Library Project.
We congratulate the 

winners, the participants, 
those who finished the race 
and all those wonderful 
people who volunteered 
their services, provided 
assistance and helped make 
the event the success that it 
was. Pat yourselves on the 
back – you deserve it. The 
sponsors are, of course, he-
roes for making the event 
possible at all. 

We would like to thank 
those UASA members who 
participated in the event 
and flew our colours with 
their efforts. Well done, 
your good work is much 
appreciated and valued – 
you did us proud.

Die UASA Klerksdorp-kantoor doen uitmuntende 
welwillendheidswerk deur hullle Siza Mina-projek 
en danksy gulde donasies van besighede en indivi-
due in die omgewing kan daar na honger kindermae 
omgesien word. 

Siza Mina is ’n onderneming wat kos, klere, 
komberse en dies meer insamel en sodra daar genoeg 
is om ’n bakkie vol te maak, word daar ’n skenking aan 
behoeftiges in die omgewing gemaak.

Johnny White en Niekie Erasmus wat die projek 
daar bedryf, berig dat hulle onlangs wonderlike 
skenkings ontvang het, onder andere ’n meelskenking 
van ’n honderd 10kg sakke deur ene mnr. David, en 
vyftig 2kg hoenderpakkies van die plaaslike Super S 
Slaghuis.

Die hoof van die Unieskool wat langs die 
UASA-kantoor geleë is, het Siza Mina genader oor 
vyftig behoeftige kinders van families waar daar nie 
genoegsame kos is nie en gevra of hulle kan help. 
Aangesien dit nog altyd Johnny en Niekie se passie is 
om verligting te bring waar daar nood is, het hulle nie 
op hulle laat wag nie en gereël dat oorhandigings aan 
die families wat tekortskiet, gemaak word. 

UASA en die Siza Mina-projek bedank die 
groothartigheid van die besighede en individue wat 
graag uithelp met skenkings – julle ondersteuning 
word opreg waardeer.

Indien enige iemand belangstel om hulle by te 
staan, kontak Johnny of Niekie by telefoonnommer 
018 462 9611, of:
Faks: 018 462 8732
Faks na e-pos: 086 690 2960
Selluler: 082 559 3244
e-pos: nwest2@uasa-ops.org.za

Klerksdorp  
wys ons hoe

gemeenskapsgesindheid is  
die fondasie van hierdie  

suksesstorie

The 25th Greatest Train Race
the success of this charity event is ever growing

The UASA Team from Kangra Mine, Piet Retief:  
Standing, f.l.t.r.: Frik and Lenie Werner, Etienne Lom-
bard, Inoch Cilo and Vusi Jacobs. In the front: Titus 
Nkosi, Michael Madonsana and Jacques de Wet Marais.
 

Kiewiet Strydom (winner in the Masters 
category) and Donald Mothau (winner in the 
Junior Walkers category).

Handsome couples galore. Ockert de Wet and Gina  
Ferrari from Middelburg.UASA members and staff at the watering hole.
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Serving union members 
in the aviation sector is a 
challenging feat for anyone 
to undertake.  The nature 
of the industry requires 
union representatives to 
have a thick skin, modern 
in their thinking and a 
deep sense of objectivity in 
order to be successful.  

The airline industry 
itself is a major economic 
force, both in terms of its 
own operations and its im-
pact on related industries 
such as aircraft manufac-
turing and tourism, to 
name but two. Few other 
industries generate the 
intensity of attention given 
to airlines, not only among 

its participants but from 
government policy makers, 
the media, and almost any-
one who has an anecdote 
to share about a particular 
air travel experience. 

For some travellers, 
the thought of an airline 
conjures up images of a 
wide-bodied aircraft at full 
throttle taking off into the 
skies; for others, it brings 
back fond memories of 
on-board pampering. For 
airline staff, their industry 
is a glamorous world of 
which they are intensely 
proud. 

Overlooking the glitz 
and glamour, though, 
one sees a very different 
picture - a network of so-
phisticated systems, equip-
ment, routes, management 
and personnel, all working 
towards continuously 
elevating the customer ser-
vice experience. Moreover, 
it’s a network of special-
ized teams and controls 
that ensures a complete 
perfection of outputs, 
around the clock, seven 
days a week. Mechanics, 

technicians, engineers, au-
ditors, accountants, clerks, 
pilots, cabin crew, ramp 
co-ordinators, procure-
ment specialist, trainers, 
administrators, secretar-
ies and hundreds more.  
People who execute their 
duties without compro-
mise!

UASA is proud to be 
an integral part of this 
labour movement, serving 
these unique members 
who have both their feet 
on the ground – some, 
perhaps, with their heads 
in the clouds (pardon the 
pun).  

UASA has the unique 
task of serving as a 
watchdog and provid-
ing its members in this 
specialized  industry with 
first-hand advice and 
assistance.  The level of 
responsibility is under-
standably high, given the 
impact this industry has on 
the South African public, 
tourism and business and, 
therefore, we are kept 
quite busy ourselves.

The UASA pride, of 

uasa enjoys a fantastic history together with its 
members in aviation. here are the major union 
milestones in the industry:

•  SALSTAFF (later amalgamated with UASA) signs 
recognition agreement with South African Airways.

•  UASA signs a recognition agreement with Comair 
protecting cabin crew employees.

•  UASA signs a recognition agreement with SA  
Express Airways covering cabin crew employees.

•  UASA signs a recognition agreement with Comair 
protecting Customer Service Agents (ground staff 
employees).

•  UASA re-enters into a Recognition Agreement 
with Comair protecting cabin crew employees, after 
members resigned, but later realised UASA was the 
best choice.

•  During the same year, employees of TAAG (Angolan 
Airlines) join UASA and a recognition agreement is 
signed.

•  UASA members embark on a strike at SAA which 
lasted six days -  the largest in its history.

•  Olympic Airlines employees join UASA.
•  UASA signs a recognition agreement with SA  

Express Airways protecting ground-staff employees.
•  UASA signs a recognition agreement covering Olym-

pic Airlines employees.
•  Emirates employees based in South Africa join 

UASA.
•  SAA restructures its business.  UASA loses a number 

of members.
•  UASA signs an agency-shop agreement with SA 

Express Airways (cabin crew constituency).
•  UASA signs a co-operation agreement with a rival 

union as well as a new recognition agreement with 
Comair to protect and advance the interest of em-
ployees.

•  During the same year, UASA signs a recognition 
agreement with 1time Airlines (ground staff).

•  Olympic Airlines closes it's doors and UASA repre-
sents the South African staff in retrenchment process.

•  UASA signs a recognition agreement with Express 
Air Services covering employees based in Durban.

•  SA Airlink cabin crew employees elect to join UASA.
• Renewal of recognition agreement with SAA.
•  Mango employees approach UASA with a view to 

join.

The Aviation Dynasty

which I speak, is the fam-
ily that make up UASA.  
All of the full-time 
employees working for 
the union from around 
the country, representing 
as many as 30 different 
sectors, and not to men-
tion our nearly 75 000 
members, are all part of 
our vitality, which creates 
the synergy that is UASA 
the Union. 

However, not enough 
credit and thanks is given 
to the representatives 
elected by the members 
themselves.  Without 
them, we would not be in 
the position we are today, 
whereby we can serve our 
members effectively.  They 
are all caring, diligent and 

loyal to the members they 
serve, even during the 
hardest of times.  Thank 
you and keep up the great 
work you are doing!

• Jannem Goussard is 
Operational Representative 
in UASA's Aviation Sectors 
Division

Jannem Goussard
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UASA wishes to encourage 
employees within the Afro 
Hairdressing sector to en-
sure that they are registered 
with the Hairdressing, 
Beauty and Cosmetology 
Bargaining Councils within 
their respective areas. It is 
a basic right in terms of the 
labour law to be registered 
with the bargaining council 
that covers your scope of 
employment.

UASA, AHBEASA 

(the employers’ organi-
sation within the Afro 
Industry), EOHCB and the 
Semi National Hairdressing 
and Cosmetology Sector 
Bargaining Council, have 
joined hands to establish 
an Afro Industry Task 
Team to tackle multi-
faceted challenges that are 
affecting the employees in 
that industry which is de-
nying them social benefits 
available to them, such as 

the UASA’s Funeral, Death 
and Maternity Benefits, 
Provident Fund, Sick Pay 
Fund and the right to be 
fairly represented in labour 
disputes. 

It begins with you to 
improve your industry!

For more info, please contact 
Vela Maswili on 011 472 
3600 or send him an e-mail 
at vmaswili@uasa.org.za  

hairdressiNg withiN aFro iNdustry

Local technology company, 
Carl Zeiss Optronics, has 
developed a roving surveil-
lance vehicle that can 
detect cable thieves over a 
distance of more than three 
kilometres – and record 
evidence that can be used 
to put the culprits behind 
bars.

The high-tech surveil-
lance cameras can operate 
in total darkness to identify 
cable thieves and alert the 
SAPS about a crime that is 
in progress. The cameras 
can follow fleeing suspects 
and direct the pursuing of-
ficers to their hiding places.

The Managing Director 
of Carl Zeiss Optronics, 
Kobus Viljoen, says the lo-
cally developed system can 
help to combat incidents 
of cable theft such as those 
that stopped the Gautrain 
in its tracks twice in one 
week. 

“Most local authori-
ties have to deal with cable 
theft that disrupt the deliv-
ery of power to residents 
and cause millions of rands 
of damage to infrastruc-
ture. Our technology can 
pick up the criminals, 
monitor their movements 
and direct the police to the 
scene while the crime is in 
progress,” says Viljoen.

“It is a highly effective 
‘eye-in-the-dark’ that en-
ables the police to monitor 
cable theft hotspots at any 
time of the day or night 
without the suspects being 
aware that they are being 
watched.”

The system is already 
implemented successfully 
in Port Elizabeth where 
some 27 criminals have 

been arrested and syndi-
cates smashed with the 
help of the vehicle that 
locals call the “mobile 
gadget.”

Andre du Toit,  
Assistant Director: secu-
rity services of the Nelson 
Mandela Bay Metropole, 
says the technology has 
become an indispensable 
part of law enforcement 
in the city. In addition to 
cable theft, it is also used to 
monitor abalone poaching 
along the coastline and 
even picked up assaults in 
progress in thick darkness.

Because of the distanc-
es the state-of-the art cam-
eras can see, the culprits do 
not have any idea that they 
are being observed and, 
should they try to run away 
from the scene of a crime, 
the thermal cameras pick 
up their body heat even if 
they are hiding in dense 
bushes.

Viljoen says the in-
frared cameras have been 
developed by Carl Zeiss in 

Germany, the world’s lead-
ing manufacturer of optical 
products such as binoculars 
and high-quality lenses. In 
Europe these cameras are 
being deployed in border-
control environments.

At Carl Zeiss Optronics 
in Centurion the cameras 
are fitted into a customer- 
specified 4x4 vehicle to cre-
ate a Mobile Surveillance 
Vehicle with the capability 
to operate in most terrains 
and under adverse weather 
conditions. 

The Mobile Surveil-
lance Vehicle features 
state-of-the-art sensors, 
including a daylight CCD 
camera – with a 36x zoom 
lens, a high-resolution 
thermal imager for night 
surveillance and a laser 
rangefinder to pinpoint the 
intruder’s position.

The sensors are 
mounted on a mast, which 
protrudes from the roof of 
the vehicle like a periscope 
on a submarine. The turret 
can be rotated through 360 

degrees and be elevated 
and from +45 degrees to 
-45 degrees. Under optimal 
conditions the system can 
detect and record action 
over a distance of more 
than five kilometres. 

The system is con-
trolled by operators sitting 
inside the vehicle who can 
communicate directly with 
the law enforcement agen-
cies and response teams. 
The operators monitor 
the video image from the 
sensors.  Any suspicious 
activities get displayed on a 
digital map to aid reaction 
forces to locate suspects.  
Video footage can also be 
sent to a central control 
room for remote observa-
tion.

  “This is a world-class 
locally developed system 
that can also be exported to 
other countries and utilised 
for a wide range of applica-
tions such as combating 
illegal poaching and border 
surveillance,” says Viljoen. 

“Eye in the dark” can see cable thieves 
over a three kilometre distance.

New aPPoiNtmeNts

Breakthrough for 
UASA members at 
Mosstrich
mosstrich membership has 
reached the threshold set by 
the lra for collective rights!

Mosstrich members have endured a tremendous 
amount of stress over the past six months. After the 
company had to retrench 40 workers late last year, 
the industry was hit by avian, which saw thousands 
of ostriches being culled due to the spread of the 
dreaded disease. The impact of the avian flu meant 
that an international embargo was placed on the 
selling and export of ostrich meat. Members were 
placed on short-time and we dreaded another round 
of retrenchments.

Through all this, the shop stewards at Mosstrich 
did not stop recruiting and explaining the impor-
tance of belonging to a trade union such as UASA. 
Thanks to their efforts, the Mosstrich membership 
has now increased so dramatically that we have since 
applied for collective bargaining rights. 

This is a huge breakthrough for our members 
there and they look forward to UASA negotiating 
better benefits and working conditions for them.

Elated UASA members at Mosstrich

Permanent status for 
temps at MTO
Last year, MTO took the decision to do away with 
labour brokers – much to the delight of UASA.

This decision had a huge impact on the UASA 
members at MTO as they are now permanent em-
ployees there and can share in the many benefits the 
company provides. More than 120 employees previ-
ously employed by labour brokers are now permanently 
employed by MTO.

UASA’s vision has always been that temporary 
workers should become permanent after some time. The 
test should be whether there is still a need for the job 
content to be performed after the initial temping period.

In the MTO case, it made sense to convert the tem-
porary workers to permanent staff with full benefits.

“The Green Hulk” Super Van - Carl Zeiss Optronics Presents Mobile Surveillance 
Vehicle.
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SAGA celebrated its first 
birthday on 16 of August 
2011. This day marked a 
year of successful negotia-
tions and mediations that 
would have been very 
difficult to achieve, if not 
impossible,  had it not 
been for the coalition with 
UASA.   

saFety blaNket
SAGA members have 
already made use of UASA’s 
legal assistance for unfair 
contracts and dismissals 
with positive results as in 

the case of Jackie Rens, a 
free-lance actress and acting 
lecturer.

Jackie says: “ The sup-
port and assistance I have 
received from both SAGA 
and UASA has truly been 
incredible. As a freelancer 
and part-time worker there 
is no way I would have been 
able to afford legal represen-
tation in my own personal 
capacity. Since I am a SAGA 
member and, therefore, also 
represented by UASA –  I 
was assured that all legal 
costs would be covered by 
my monthly membership 
fee! 

“Becoming a SAGA 
member does not only 
contribute to the collec-
tive bargaining power 
for all performers in the 
country, but is also an 
individual investment and 
‘safety blanket’. Thank you 
to both SAGA and UASA 
for joining together to em-
power freelance perform-
ers and contract workers 

in this country!”

viva saga
UASA also played a role in 
the successful negotiations 
with the The Wild actors’ 
contracts earlier this year.  
James Alexander, the 
SAGA representative on 
the The Wild set, contacted 
Hans Strydom, SAGA 
Legal Chair, shortly after 
shooting started to voice 
the fears of the SAGA ac-
tors.  With legal assistance 
from UASA and successful 
negotiations by all the par-
ties involved, an acceptable 
agreement was reached.

Another SAGA mem-
ber, Daniel Robbertse, 
responds to his UASA 
legal experience: “I needed 
advice this week.  I called 
UASA and was almost 
immediately assisted by an 
advocate.  I am a paid-up 
SAGA member and already 
the subscription fee is 
paying off. VIVA SAGA 
VIVA!”

SAGA celebrates its first birthdayletters From readers

tut-tuttiNg about tut
I would like to share my story in order to encour-
age others to join SAGA.

I am a freelance performer and have been a 
member of SAGA since its inception. I have also 
been the acting lecturer at the Tshwane Univer-
sity of Technology’s Dance and Musical Theatre 
programme for the past five years on a fixed-term 
contract.

As I am sure many of you are aware, TUT’s Dance & Musical Theatre pro-
gramme has undergone numerous challenges recently including the unilateral 
imposing of less favourable contractual terms for part-time lecturers. As a result, I 
(and several of my colleagues) have been “dismissed” from TUT.

I realised that this was not a dispute relating specifically to a PERFORMANCE 
contract and was thus unsure as to whether this debacle related directly to SAGA. 
Nevertheless, I decided to try my luck to see whether SAGA could offer any as-
sistance. I was informed that since SAGA falls under the umbrella of UASA, I was 
automatically also a UASA member and since UASA represents ANY ONE in ANY 
work related environment, I would have representation from them.

After explaining my situation to the SAGA representatives (thanks Hans & Car-
lynn), SAGA immediately put my case forward to UASA, giving them the mandate 
to assist me. I was contacted by a representative (thanks Leon) the very next day. 
Adv Pretorius offered me legal advice, explained my options to me, advised me on 
the best course of action and patiently answered my numerous questions. It was 
decided that we would take legal action against TUT. Obviously a major concern 
of mine was the legal costs involved in taking such action. Thankfully, since I am a 
SAGA member and, therefore, also represented by UASA – I was assured that ALL 
legal costs would be covered by my monthly membership fee!

Once it was decided that we would be taking CCMA action against TUT, I 
immediately received a simple form from UASA that I had to complete and sign. 
UASA took care of ALL other administrative aspects and, within a few days, 
 informed me of the date for my CCMA conciliation hearing. The conciliation 
hearing was certified as “unresolved” due to TUT’s failure to attend and we are now 
moving on to arbitration.

The support and assistance I have received from both SAGA and UASA has 
truly been incredible.

As a freelancer and (now jobless) part-time worker, there is no way I would have 
been able to afford such legal representation in my own personal capacity. If I were 
to convert the level of assistance I have received into monetary value, it would mean 
that my (minimal) monthly membership fee has literally been paid back to me 
tenfold based on what I would have spent on such legal advice and representation.

Becoming a SAGA member does not ONLY contribute to the collective bar-
gaining power for all performers in the country, but is also an individual investment 
and “safety blanket”.

It is comforting to know that freelancers/part-timers CAN BE empowered, 
that employers CAN be held accountable for their actions and that we CAN take 
a stand against big companies/institutions who exploit their performers/workers 
because we DO have the resources and support available to us now.

THANK YOU to both SAGA and UASA for joining together to empower free-
lance performers and contract workers in this country!!!

Jackie Rens

Metal Industries Surplus  
Apportionment 
The Engineering Industries 
Pension Fund (EIPF) and 
Metal Industries Provident 
Fund (MIPF), surplus 
apportionment scheme 
closed for consultation 
with key stakeholders, on 
31 July 2011.

UASA members partic-
ipated actively in formulat-
ing and sending feedback 
to both Funds on a number 
of matters such as:
1.  Cash payment of surplus 

benefits to active mem-
bers.

2.  Testing the fairness of 
the conversion enhance-
ment for EIPF members.

3.  Ensuring that the new 
EIPF scheme meets 
the needs of members, 
particularly in respect of 
death benefits and future 
investment returns.

The Funds have taken 
the feedback from UASA 
seriously and responded to 
all the issues raised by the 
union positively. UASA has 
acted in the best interest 
of members and secured 

many, many wins, which 
will benefit members 
substantially. UASA will 
be organising a further 
road show to share some 
of these successes with the 
membership before the 
end of the year.

The Board of the EIPF 
and MIPF will meet in Au-
gust to finalise the surplus 
apportionment scheme, and 
submit the scheme to the 
Financial Services Board, by 
31 August 2011, as planned 
and on schedule.

UASA and representa-
tives of the Funds recently 
met with the Financial 
Services Board to discuss 
some of the members' 
concerns and the process 
for approval. The Financial 

Services Board assured the 
Funds that they would give 
the surplus apportionment 
scheme high priority.

The Financial Services 
Board committed to a two-
month turnaround time, 
to advise the Funds of any 
further requirements. After 
these requirements (if any) 
were met, the Financial 
Services Board will then 
decide on the approval 
conditions and processes.

Only when approval 
from the Financial Ser-
vices Board is secured can 
payments to members 
commence. The process 
appears to be well on track 
for payments to commence 
in the second quarter of 
2012.

status uPdate

two loyal companions,  
anywhere in the world
Members in the Personal Care and Mining sectors appear to be keen users of UASA’s 
Facebook page. We believe that members in other sectors and industries will be equally 
keen to socialize on our page. Here’s how to access it: in Facebook, simply type in the 
name UASA in the Facebook search field and click on the blue UASA logo which will 
appear. Alternatively, you can access it directly from UASA’s website www.uasa.org.za  
by clicking on the Facebook logo. It’s as easy as switching on your PC. If you want to stay 
in touch and socialize with your fellow members and colleagues, or if you want to receive 
regular news updates via UASA’s FB page, go ahead, access the page and click on the  Like 
button the first time you visit UASA’s page. After that, make a point of regularly accessing 
the page and feel free to post messages and comments on the Wall, or start discussions of 
just about any topic under the sun. What a cool  way to communicate. More good news is 
that UASA is also on Twitter. Follow us by typing the name UASA the Union in Twitter’s 
search field, or by clicking on the Twitter link on UASA’s homepage on www.uasa.org.za
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UASA’s Manager: Admin-
istration, August Storbeck, 
reached an enviable mile-
stone in his career when 
he celebrated 30 years of 
uninterrupted trade union 
service.

He started at Salstaff 
on 1 August 1981 and has 
been with that union and 
UASA ever since. (Salstaff 
amalgamated with UASA 
in 2002).

At a special and memo-
rable occasion, UASA’s 
Chief Corporate Officer, 
Jacques Hugo, paid tribute 
to this true gentleman and 
union official, and the CEO 
of UASA, Koos Bezuiden-
hout, handed August a 
certificate to mark the 
occasion.

August and his wife, 
Stefanie, live on the 
East Rand and have one 
daughter, Carmen, who 
studies Hotel and Tourism 
Management. That ought 
to suit her parents rather 
well, because they are avid 
travellers – from Namibia 
to the Cape, from the West 
Coast to the East Coast.

August is also a keen 
hiker and has been to many 
fascinating places in this 
beautiful country of ours.

But back at work, 
August Storbeck is the 
extremely efficient admin-
istrator who supervises and 
runs his department in an 
admirable fashion. Always 
willing to assist and ready 

with a smile, he ensures 
that UASA’s administrative 
machine remains well-oiled 
and runs as smoothly as a 
Swiss watch.

We congratulate 
August on his 30 years of 
loyal service and wish him 
everything of the very best 
for the next 30… and that’s 
not far-fetched, because 

August has absolutely no 
intention of retiring ever, it 
seems.

A workaholic? No, not 
necessarily. Just a guy who 
is extremely happy – and 
successful – in his work.

Courtesy: Labour Dynamix 
Snippets

iN the sPotlight

August Storbeck receiving his long-service award during UASA’s Corporate Services 
Lekgotla at Misty Hills Conference Centre, near Muldersdrift, Gauteng.

diet aNd CaNCer 
Most cancers are associated with obesity, high alcohol 
intake, and consumption of highly-saturated fats and pro-
cessed foods such as smoked food, over-cooked and salted 
meat. Processed meat creates cancer- causing (carcinogenic) 
chemicals which increase the risk of colon cancer. 

about ColoN CaNCer 
The colon and rectum are part of the digestive system. 
Together they form a large muscular tube called the large 
intestine. When a cancerous growth develops on the inside 
wall of the large intestine, it is called colorectal cancer, com-
monly known as colon cancer. It is estimated that one in 
83 South African men is at risk of developing colon cancer, 
while the rate for women is one in 131. 

Colon cancer usually presents itself in the late stages; it 
is therefore important that people over the age of 50 go for 
screening tests. There are usually no symptoms in the early 
stages. However in the late stages  symptoms may include 
abdominal pain and cramps, severe bloating, tiredness and 
weight loss. 

The only way to be certain that you have colon cancer 
is to consult a doctor as soon as possible to determine the 
cause of your symptoms. A series of tests will be conducted 
to make a diagnosis. Colon cancer is becoming one of the 
most common, and yet preventable, cancers. Screening ac-
tivities should therefore be started early in life, to diagnose 
cancer in its early stages and to prevent progression of the 
condition. 

what CaN i do to PreveNt CaNCer?
•  Eat healthy, cancer-fighting foods mostly from plant 

sources, e.g. a variety of fruit, vegetables, whole grain 
products, legumes, nuts and seeds. 

•  Maintain a healthy weight. 
•  Avoid fatty and over-cooked food. 
•  Stay physically active. 
•  Avoid drinking too much alcohol. 
•  Stick to a diet high in fibre, as this has shown a protective 

effect. 

sCreeNiNg tests
Transmed and other medical aids offer their members 
screening test as part of their benefits. These tests are aimed 
at preventing lifestyle conditions (such as cancer) early 
on. If screening tests indicate that a member is at risk for 
developing cancer, the Fund provides benefits to assist him/
her with their medical treatment. Talk to your medical aid’s 
to find out if they make provision for screening tests.

Courtesy: Transmed

All we ask is fair treatment of our members
anti-union sentiment regrettable

Mandla Ngubane of 
UASA's KZN office 
reports that he has 
been recruiting within a 
company in the Province 
– Retail Risk Specialist – 
for over six months now 
without success. Reports 
of a seemingly anti-

union sentiment on the 
part of its management 
has come to the fore – 
this despite the fact that 
Mandla has followed 
procedure to the letter.

It is alleged that 
workers in this company 
are being subjected to 

various forms of exploita-
tion and on a number of 
occasions workers have 
been summoned to the 
management offices and 
confronted about their 
association with our 
union. Workers have al-
legedly been threatened 
with dismissal and it is 
fact that one individual 
has already been dis-
missed. 

Mandla assisted this 
individual by helping 
him fill in a CCMA 7.11 
form to file with the 
CCMA regarding his 
unfair dismissal. 

Mandla also filled 
in a LRD 1 application 
for a Section 21 with the 
union’s legal department 
at head office, which 
resulted in a Section 21 
dispute being filed with 
the CCMA. 

Mandla says: “I have 
gone through so much 
sweat and toil to recruit 
these employees who 
have never belonged to a 
union. I promised myself 
that once I gain access 
to this company I will 
make it my business to 
improve these people’s 
working conditions.”

Mandla Ngubane
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meibC settlemeNt agreemeNt

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   A 45.35 8.00% 3.63 48.98

   AA(6) 42.95 8.15% 3.50 46.45

   AA(start) 40.73 8.30% 3.38 44.11

   AB 38.58 8.46% 3.26 41.84

   B 36.58 8.62% 3.15 39.73

   C 34.93 8.78% 3.07 38.00

   D 33.94 8.95% 3.04 36.98

   DD 31.21 9.11% 2.84 34.05

   DDD 29.59 9.29% 2.75 32.34

   E 28.03 9.46% 2.65 30.68

   F 26.62 9.64% 2.57 29.19

   G 25.17 9.82% 2.47 27.64

   H 23.85 10.00% 2.39 26.24

General Wage Increases

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   Rate Z 45.35 8.00% 3.63 48.98

   Rate Y 35.46 8.18% 2.90 38.36

   Group IX 33.45 8.36% 2.80 36.25

   VIII 32.38 8.55% 2.77 35.15

   VII 31.19 8.75% 2.73 33.92

   VI 30.07 8.94% 2.69 32.76

   V 28.94 9.15% 2.65 31.59

   IV 27.82 9.35% 2.60 30.42

   III 27.07 9.56% 2.59 29.66

   II 26.09 9.78% 2.55 28.64

   I 25.30 10.00% 2.53 27.83

Electric Cable (Schedule F)

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.36% 3.44 44.59

   3 35.20 8.75% 3.08 38.28

   2 28.72 9.15% 2.63 31.35

   1 23.85 9.56% 2.28 26.13

   1(a) 19.67 10.00% 1.97 21.64

Structural Engineering

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   First Year 896.00 8.00% 71.68 967.68

   Second Year 989.00 8.00% 79.12 1068.12

   Third Year 1178.00 8.00% 94.24 1272.24

   Fourth Year 1745.00 8.00% 139.60 1884.60

Apprentices

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 39.06 8.00% 3.12 42.18

   3 33.63 8.00% 2.69 36.32

   2 28.96 8.00% 2.32 31.28

   1 24.94 8.00% 2.00 26.94

Five Grade Schedule

Whichever is the greater
personal increase

Rate Main Agreement
Symbol

Current
Wage Rate

R  c

Increase on Actual and
Scheduled Rates

R  c

Increas on
Scheduled Rates

R  c

New Minimum 
Wage Rates

R  c

   Forklift drivers F 26.62 9.64% 2.57 29.19

   Code 08 E 28.03 9.46% 2.65 30.68

   Codes 10 & 11 DD 31.21 9.11% 2.84 34.05

   Codes 13 & 14 C 34.93 8.78% 3.07 38.00

Vehicle Drivers

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   B 23.77 8.62% 2.05 25.82

   C 22.89 8.78% 2.01 24.90

   D 22.45 8.95% 2.01 24.46

   DDD 22.31 9.45% 2.11 24.42

   E 22.27 9.46% 2.11 24.38

   F 21.29 9.64% 2.05 23.34

   G 20.16 9.82% 1.98 22.14

   H 17.90 10.00% 1.79 19.69

Gate and Fence Manufacturing ( Division D/7)

Whichever is the greater
personal increase

Grade Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.30% 3.42 44.57

   3 35.20 8.62% 3.03 38.23

   2 28.72 8.94% 2.57 31.29

   2(a) 23.61 9.28% 2.19 25.80

   1 14.59 9.64% 1.41 16.00

   1(a) 13.20 10.00% 1.32 14.52

Annexure H: Special Provisions Related to Construction Sites covered by a Project Labour Agreement (PLA)

Whichever is the greater
personal increaseJuly 2012 July 2013

   ATB Grade A: 8% Grade A: 7%

 Grade H: 8% Grade H: 8%

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   A 45.35 8.00% 3.63 48.98

   AA(6) 42.95 8.15% 3.50 46.45

   AA(start) 40.73 8.30% 3.38 44.11

   AB 38.58 8.46% 3.26 41.84

   B 36.58 8.62% 3.15 39.73

   C 34.93 8.78% 3.07 38.00

   D 33.94 8.95% 3.04 36.98

   DD 31.21 9.11% 2.84 34.05

   DDD 29.59 9.29% 2.75 32.34

   E 28.03 9.46% 2.65 30.68

   F 26.62 9.64% 2.57 29.19

   G 25.17 9.82% 2.47 27.64

   H 23.85 10.00% 2.39 26.24

General Wage Increases

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   Rate Z 45.35 8.00% 3.63 48.98

   Rate Y 35.46 8.18% 2.90 38.36

   Group IX 33.45 8.36% 2.80 36.25

   VIII 32.38 8.55% 2.77 35.15

   VII 31.19 8.75% 2.73 33.92

   VI 30.07 8.94% 2.69 32.76

   V 28.94 9.15% 2.65 31.59

   IV 27.82 9.35% 2.60 30.42

   III 27.07 9.56% 2.59 29.66

   II 26.09 9.78% 2.55 28.64

   I 25.30 10.00% 2.53 27.83

Electric Cable (Schedule F)

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.36% 3.44 44.59

   3 35.20 8.75% 3.08 38.28

   2 28.72 9.15% 2.63 31.35

   1 23.85 9.56% 2.28 26.13

   1(a) 19.67 10.00% 1.97 21.64

Structural Engineering

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   First Year 896.00 8.00% 71.68 967.68

   Second Year 989.00 8.00% 79.12 1068.12

   Third Year 1178.00 8.00% 94.24 1272.24

   Fourth Year 1745.00 8.00% 139.60 1884.60

Apprentices

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 39.06 8.00% 3.12 42.18

   3 33.63 8.00% 2.69 36.32

   2 28.96 8.00% 2.32 31.28

   1 24.94 8.00% 2.00 26.94

Five Grade Schedule

Whichever is the greater
personal increase

Rate Main Agreement
Symbol

Current
Wage Rate

R  c

Increase on Actual and
Scheduled Rates

R  c

Increas on
Scheduled Rates

R  c

New Minimum 
Wage Rates

R  c

   Forklift drivers F 26.62 9.64% 2.57 29.19

   Code 08 E 28.03 9.46% 2.65 30.68

   Codes 10 & 11 DD 31.21 9.11% 2.84 34.05

   Codes 13 & 14 C 34.93 8.78% 3.07 38.00

Vehicle Drivers

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   B 23.77 8.62% 2.05 25.82

   C 22.89 8.78% 2.01 24.90

   D 22.45 8.95% 2.01 24.46

   DDD 22.31 9.45% 2.11 24.42

   E 22.27 9.46% 2.11 24.38

   F 21.29 9.64% 2.05 23.34

   G 20.16 9.82% 1.98 22.14

   H 17.90 10.00% 1.79 19.69

Gate and Fence Manufacturing ( Division D/7)

Whichever is the greater
personal increase

Grade Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.30% 3.42 44.57

   3 35.20 8.62% 3.03 38.23

   2 28.72 8.94% 2.57 31.29

   2(a) 23.61 9.28% 2.19 25.80

   1 14.59 9.64% 1.41 16.00

   1(a) 13.20 10.00% 1.32 14.52

Annexure H: Special Provisions Related to Construction Sites covered by a Project Labour Agreement (PLA)

Whichever is the greater
personal increaseJuly 2012 July 2013

   ATB Grade A: 8% Grade A: 7%

 Grade H: 8% Grade H: 8%Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   A 45.35 8.00% 3.63 48.98

   AA(6) 42.95 8.15% 3.50 46.45

   AA(start) 40.73 8.30% 3.38 44.11

   AB 38.58 8.46% 3.26 41.84

   B 36.58 8.62% 3.15 39.73

   C 34.93 8.78% 3.07 38.00

   D 33.94 8.95% 3.04 36.98

   DD 31.21 9.11% 2.84 34.05

   DDD 29.59 9.29% 2.75 32.34

   E 28.03 9.46% 2.65 30.68

   F 26.62 9.64% 2.57 29.19

   G 25.17 9.82% 2.47 27.64

   H 23.85 10.00% 2.39 26.24

General Wage Increases

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   Rate Z 45.35 8.00% 3.63 48.98

   Rate Y 35.46 8.18% 2.90 38.36

   Group IX 33.45 8.36% 2.80 36.25

   VIII 32.38 8.55% 2.77 35.15

   VII 31.19 8.75% 2.73 33.92

   VI 30.07 8.94% 2.69 32.76

   V 28.94 9.15% 2.65 31.59

   IV 27.82 9.35% 2.60 30.42

   III 27.07 9.56% 2.59 29.66

   II 26.09 9.78% 2.55 28.64

   I 25.30 10.00% 2.53 27.83

Electric Cable (Schedule F)

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.36% 3.44 44.59

   3 35.20 8.75% 3.08 38.28

   2 28.72 9.15% 2.63 31.35

   1 23.85 9.56% 2.28 26.13

   1(a) 19.67 10.00% 1.97 21.64

Structural Engineering

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   First Year 896.00 8.00% 71.68 967.68

   Second Year 989.00 8.00% 79.12 1068.12

   Third Year 1178.00 8.00% 94.24 1272.24

   Fourth Year 1745.00 8.00% 139.60 1884.60

Apprentices

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 39.06 8.00% 3.12 42.18

   3 33.63 8.00% 2.69 36.32

   2 28.96 8.00% 2.32 31.28

   1 24.94 8.00% 2.00 26.94

Five Grade Schedule

Whichever is the greater
personal increase

Rate Main Agreement
Symbol

Current
Wage Rate

R  c

Increase on Actual and
Scheduled Rates

R  c

Increas on
Scheduled Rates

R  c

New Minimum 
Wage Rates

R  c

   Forklift drivers F 26.62 9.64% 2.57 29.19

   Code 08 E 28.03 9.46% 2.65 30.68

   Codes 10 & 11 DD 31.21 9.11% 2.84 34.05

   Codes 13 & 14 C 34.93 8.78% 3.07 38.00

Vehicle Drivers

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   B 23.77 8.62% 2.05 25.82

   C 22.89 8.78% 2.01 24.90

   D 22.45 8.95% 2.01 24.46

   DDD 22.31 9.45% 2.11 24.42

   E 22.27 9.46% 2.11 24.38

   F 21.29 9.64% 2.05 23.34

   G 20.16 9.82% 1.98 22.14

   H 17.90 10.00% 1.79 19.69

Gate and Fence Manufacturing ( Division D/7)

Whichever is the greater
personal increase

Grade Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.30% 3.42 44.57

   3 35.20 8.62% 3.03 38.23

   2 28.72 8.94% 2.57 31.29

   2(a) 23.61 9.28% 2.19 25.80

   1 14.59 9.64% 1.41 16.00

   1(a) 13.20 10.00% 1.32 14.52

Annexure H: Special Provisions Related to Construction Sites covered by a Project Labour Agreement (PLA)

Whichever is the greater
personal increaseJuly 2012 July 2013

   ATB Grade A: 8% Grade A: 7%

 Grade H: 8% Grade H: 8%

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   A 45.35 8.00% 3.63 48.98

   AA(6) 42.95 8.15% 3.50 46.45

   AA(start) 40.73 8.30% 3.38 44.11

   AB 38.58 8.46% 3.26 41.84

   B 36.58 8.62% 3.15 39.73

   C 34.93 8.78% 3.07 38.00

   D 33.94 8.95% 3.04 36.98

   DD 31.21 9.11% 2.84 34.05

   DDD 29.59 9.29% 2.75 32.34

   E 28.03 9.46% 2.65 30.68

   F 26.62 9.64% 2.57 29.19

   G 25.17 9.82% 2.47 27.64

   H 23.85 10.00% 2.39 26.24

General Wage Increases

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   Rate Z 45.35 8.00% 3.63 48.98

   Rate Y 35.46 8.18% 2.90 38.36

   Group IX 33.45 8.36% 2.80 36.25

   VIII 32.38 8.55% 2.77 35.15

   VII 31.19 8.75% 2.73 33.92

   VI 30.07 8.94% 2.69 32.76

   V 28.94 9.15% 2.65 31.59

   IV 27.82 9.35% 2.60 30.42

   III 27.07 9.56% 2.59 29.66

   II 26.09 9.78% 2.55 28.64

   I 25.30 10.00% 2.53 27.83

Electric Cable (Schedule F)

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.36% 3.44 44.59

   3 35.20 8.75% 3.08 38.28

   2 28.72 9.15% 2.63 31.35

   1 23.85 9.56% 2.28 26.13

   1(a) 19.67 10.00% 1.97 21.64

Structural Engineering

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   First Year 896.00 8.00% 71.68 967.68

   Second Year 989.00 8.00% 79.12 1068.12

   Third Year 1178.00 8.00% 94.24 1272.24

   Fourth Year 1745.00 8.00% 139.60 1884.60

Apprentices

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 39.06 8.00% 3.12 42.18

   3 33.63 8.00% 2.69 36.32

   2 28.96 8.00% 2.32 31.28

   1 24.94 8.00% 2.00 26.94

Five Grade Schedule

Whichever is the greater
personal increase

Rate Main Agreement
Symbol

Current
Wage Rate

R  c

Increase on Actual and
Scheduled Rates

R  c

Increas on
Scheduled Rates

R  c

New Minimum 
Wage Rates

R  c

   Forklift drivers F 26.62 9.64% 2.57 29.19

   Code 08 E 28.03 9.46% 2.65 30.68

   Codes 10 & 11 DD 31.21 9.11% 2.84 34.05

   Codes 13 & 14 C 34.93 8.78% 3.07 38.00

Vehicle Drivers

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   B 23.77 8.62% 2.05 25.82

   C 22.89 8.78% 2.01 24.90

   D 22.45 8.95% 2.01 24.46

   DDD 22.31 9.45% 2.11 24.42

   E 22.27 9.46% 2.11 24.38

   F 21.29 9.64% 2.05 23.34

   G 20.16 9.82% 1.98 22.14

   H 17.90 10.00% 1.79 19.69

Gate and Fence Manufacturing ( Division D/7)

Whichever is the greater
personal increase

Grade Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.30% 3.42 44.57

   3 35.20 8.62% 3.03 38.23

   2 28.72 8.94% 2.57 31.29

   2(a) 23.61 9.28% 2.19 25.80

   1 14.59 9.64% 1.41 16.00

   1(a) 13.20 10.00% 1.32 14.52

Annexure H: Special Provisions Related to Construction Sites covered by a Project Labour Agreement (PLA)

Whichever is the greater
personal increaseJuly 2012 July 2013

   ATB Grade A: 8% Grade A: 7%

 Grade H: 8% Grade H: 8%

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   A 45.35 8.00% 3.63 48.98

   AA(6) 42.95 8.15% 3.50 46.45

   AA(start) 40.73 8.30% 3.38 44.11

   AB 38.58 8.46% 3.26 41.84

   B 36.58 8.62% 3.15 39.73

   C 34.93 8.78% 3.07 38.00

   D 33.94 8.95% 3.04 36.98

   DD 31.21 9.11% 2.84 34.05

   DDD 29.59 9.29% 2.75 32.34

   E 28.03 9.46% 2.65 30.68

   F 26.62 9.64% 2.57 29.19

   G 25.17 9.82% 2.47 27.64

   H 23.85 10.00% 2.39 26.24

General Wage Increases

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   Rate Z 45.35 8.00% 3.63 48.98

   Rate Y 35.46 8.18% 2.90 38.36

   Group IX 33.45 8.36% 2.80 36.25

   VIII 32.38 8.55% 2.77 35.15

   VII 31.19 8.75% 2.73 33.92

   VI 30.07 8.94% 2.69 32.76

   V 28.94 9.15% 2.65 31.59

   IV 27.82 9.35% 2.60 30.42

   III 27.07 9.56% 2.59 29.66

   II 26.09 9.78% 2.55 28.64

   I 25.30 10.00% 2.53 27.83

Electric Cable (Schedule F)

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.36% 3.44 44.59

   3 35.20 8.75% 3.08 38.28

   2 28.72 9.15% 2.63 31.35

   1 23.85 9.56% 2.28 26.13

   1(a) 19.67 10.00% 1.97 21.64

Structural Engineering

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   First Year 896.00 8.00% 71.68 967.68

   Second Year 989.00 8.00% 79.12 1068.12

   Third Year 1178.00 8.00% 94.24 1272.24

   Fourth Year 1745.00 8.00% 139.60 1884.60

Apprentices

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 39.06 8.00% 3.12 42.18

   3 33.63 8.00% 2.69 36.32

   2 28.96 8.00% 2.32 31.28

   1 24.94 8.00% 2.00 26.94

Five Grade Schedule

Whichever is the greater
personal increase

Rate Main Agreement
Symbol

Current
Wage Rate

R  c

Increase on Actual and
Scheduled Rates

R  c

Increas on
Scheduled Rates

R  c

New Minimum 
Wage Rates

R  c

   Forklift drivers F 26.62 9.64% 2.57 29.19

   Code 08 E 28.03 9.46% 2.65 30.68

   Codes 10 & 11 DD 31.21 9.11% 2.84 34.05

   Codes 13 & 14 C 34.93 8.78% 3.07 38.00

Vehicle Drivers

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   B 23.77 8.62% 2.05 25.82

   C 22.89 8.78% 2.01 24.90

   D 22.45 8.95% 2.01 24.46

   DDD 22.31 9.45% 2.11 24.42

   E 22.27 9.46% 2.11 24.38

   F 21.29 9.64% 2.05 23.34

   G 20.16 9.82% 1.98 22.14

   H 17.90 10.00% 1.79 19.69

Gate and Fence Manufacturing ( Division D/7)

Whichever is the greater
personal increase

Grade Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.30% 3.42 44.57

   3 35.20 8.62% 3.03 38.23

   2 28.72 8.94% 2.57 31.29

   2(a) 23.61 9.28% 2.19 25.80

   1 14.59 9.64% 1.41 16.00

   1(a) 13.20 10.00% 1.32 14.52

Annexure H: Special Provisions Related to Construction Sites covered by a Project Labour Agreement (PLA)

Whichever is the greater
personal increaseJuly 2012 July 2013

   ATB Grade A: 8% Grade A: 7%

 Grade H: 8% Grade H: 8%

the following package proposal constitutes the settlement agreement of the industry dispute between  
the parties to the meibC for the period 1 july 2011 to 30 june 2014

wage adjustments: schedule of wage  
increases effective from 1 july 2011

Backdating and extension of the agreement
The parties agree to backdate and will also jointly approach and lobby the Minister of  

 Labour to ensure that the revised Main Agreement is retrospectively extended to non parties
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Labour Dynamix ColleCtive bargaiNiNg

syNoPsis oF the agreemeNt reaChed  
betweeN the uNioNs aNd the metal &  
eNgiNeeriNg iNdustry

•  The parties involved agreed to backdate the agreement to 1 July 2011 and will jointly 
approach the Minister of Labour to ensure that the revised Main Agreement is retro-
spectively extended to non-parties.

•  Under the new agreement, existing Family Responsibility Leave will be extended so 
that an employee can effectively accumulate up to 18 days’ leave over a three-year 
cycle.

•  An employee selected for training will be trained during normal hours and paid as 
per normal; ABET training will be carried equally by both worker and employer, 
meaning they will split the cost between them – one hour’s training paid by the 
worker, the other by the employer.

•  The employer will give the Regional Council, affected employees and trade unions 
five calendar days’ notice of the intention to implement short time hours.

•  Medical sick notes are required for an absence of more than two consecutive days or 
when an employee is absent more than twice in an eight-week period; also for being 
absent on a Friday, Monday or preceding and following a Public Holiday.

•  Night work (between 6pm and 6am the following morning) may only be done if the 
employee is provided with transport home from the place of work.

•  Everyone agreed that any outstanding issues will be dealt with by 31 December 
2011. These (amongst others)include: Sick notes from homeopaths; Injury while on 
duty; and Maternity benefits (Sick Pay Fund).

ameNdmeNt to Clause 20 – aNNexure b

A note will be added to Clause 20 of the Main Agreement that will:
•  Discourage and minimise the use of temporary employment services in the Industry 

and encourage permanent employment for the benefit of both employer and em-
ployee.

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   A 45.35 8.00% 3.63 48.98

   AA(6) 42.95 8.15% 3.50 46.45

   AA(start) 40.73 8.30% 3.38 44.11

   AB 38.58 8.46% 3.26 41.84

   B 36.58 8.62% 3.15 39.73

   C 34.93 8.78% 3.07 38.00

   D 33.94 8.95% 3.04 36.98

   DD 31.21 9.11% 2.84 34.05

   DDD 29.59 9.29% 2.75 32.34

   E 28.03 9.46% 2.65 30.68

   F 26.62 9.64% 2.57 29.19

   G 25.17 9.82% 2.47 27.64

   H 23.85 10.00% 2.39 26.24

General Wage Increases

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   Rate Z 45.35 8.00% 3.63 48.98

   Rate Y 35.46 8.18% 2.90 38.36

   Group IX 33.45 8.36% 2.80 36.25

   VIII 32.38 8.55% 2.77 35.15

   VII 31.19 8.75% 2.73 33.92

   VI 30.07 8.94% 2.69 32.76

   V 28.94 9.15% 2.65 31.59

   IV 27.82 9.35% 2.60 30.42

   III 27.07 9.56% 2.59 29.66

   II 26.09 9.78% 2.55 28.64

   I 25.30 10.00% 2.53 27.83

Electric Cable (Schedule F)

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.36% 3.44 44.59

   3 35.20 8.75% 3.08 38.28

   2 28.72 9.15% 2.63 31.35

   1 23.85 9.56% 2.28 26.13

   1(a) 19.67 10.00% 1.97 21.64

Structural Engineering

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   First Year 896.00 8.00% 71.68 967.68

   Second Year 989.00 8.00% 79.12 1068.12

   Third Year 1178.00 8.00% 94.24 1272.24

   Fourth Year 1745.00 8.00% 139.60 1884.60

Apprentices

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 39.06 8.00% 3.12 42.18

   3 33.63 8.00% 2.69 36.32

   2 28.96 8.00% 2.32 31.28

   1 24.94 8.00% 2.00 26.94

Five Grade Schedule

Whichever is the greater
personal increase

Rate Main Agreement
Symbol

Current
Wage Rate

R  c

Increase on Actual and
Scheduled Rates

R  c

Increas on
Scheduled Rates

R  c

New Minimum 
Wage Rates

R  c

   Forklift drivers F 26.62 9.64% 2.57 29.19

   Code 08 E 28.03 9.46% 2.65 30.68

   Codes 10 & 11 DD 31.21 9.11% 2.84 34.05

   Codes 13 & 14 C 34.93 8.78% 3.07 38.00

Vehicle Drivers

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   B 23.77 8.62% 2.05 25.82

   C 22.89 8.78% 2.01 24.90

   D 22.45 8.95% 2.01 24.46

   DDD 22.31 9.45% 2.11 24.42

   E 22.27 9.46% 2.11 24.38

   F 21.29 9.64% 2.05 23.34

   G 20.16 9.82% 1.98 22.14

   H 17.90 10.00% 1.79 19.69

Gate and Fence Manufacturing ( Division D/7)

Whichever is the greater
personal increase

Grade Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.30% 3.42 44.57

   3 35.20 8.62% 3.03 38.23

   2 28.72 8.94% 2.57 31.29

   2(a) 23.61 9.28% 2.19 25.80

   1 14.59 9.64% 1.41 16.00

   1(a) 13.20 10.00% 1.32 14.52

Annexure H: Special Provisions Related to Construction Sites covered by a Project Labour Agreement (PLA)

Whichever is the greater
personal increaseJuly 2012 July 2013

   ATB Grade A: 8% Grade A: 7%

 Grade H: 8% Grade H: 8%

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   A 45.35 8.00% 3.63 48.98

   AA(6) 42.95 8.15% 3.50 46.45

   AA(start) 40.73 8.30% 3.38 44.11

   AB 38.58 8.46% 3.26 41.84

   B 36.58 8.62% 3.15 39.73

   C 34.93 8.78% 3.07 38.00

   D 33.94 8.95% 3.04 36.98

   DD 31.21 9.11% 2.84 34.05

   DDD 29.59 9.29% 2.75 32.34

   E 28.03 9.46% 2.65 30.68

   F 26.62 9.64% 2.57 29.19

   G 25.17 9.82% 2.47 27.64

   H 23.85 10.00% 2.39 26.24

General Wage Increases

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   Rate Z 45.35 8.00% 3.63 48.98

   Rate Y 35.46 8.18% 2.90 38.36

   Group IX 33.45 8.36% 2.80 36.25

   VIII 32.38 8.55% 2.77 35.15

   VII 31.19 8.75% 2.73 33.92

   VI 30.07 8.94% 2.69 32.76

   V 28.94 9.15% 2.65 31.59

   IV 27.82 9.35% 2.60 30.42

   III 27.07 9.56% 2.59 29.66

   II 26.09 9.78% 2.55 28.64

   I 25.30 10.00% 2.53 27.83

Electric Cable (Schedule F)

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.36% 3.44 44.59

   3 35.20 8.75% 3.08 38.28

   2 28.72 9.15% 2.63 31.35

   1 23.85 9.56% 2.28 26.13

   1(a) 19.67 10.00% 1.97 21.64

Structural Engineering

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   First Year 896.00 8.00% 71.68 967.68

   Second Year 989.00 8.00% 79.12 1068.12

   Third Year 1178.00 8.00% 94.24 1272.24

   Fourth Year 1745.00 8.00% 139.60 1884.60

Apprentices

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 39.06 8.00% 3.12 42.18

   3 33.63 8.00% 2.69 36.32

   2 28.96 8.00% 2.32 31.28

   1 24.94 8.00% 2.00 26.94

Five Grade Schedule

Whichever is the greater
personal increase

Rate Main Agreement
Symbol

Current
Wage Rate

R  c

Increase on Actual and
Scheduled Rates

R  c

Increas on
Scheduled Rates

R  c

New Minimum 
Wage Rates

R  c

   Forklift drivers F 26.62 9.64% 2.57 29.19

   Code 08 E 28.03 9.46% 2.65 30.68

   Codes 10 & 11 DD 31.21 9.11% 2.84 34.05

   Codes 13 & 14 C 34.93 8.78% 3.07 38.00

Vehicle Drivers

Whichever is the greater
personal increase

Rate Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   B 23.77 8.62% 2.05 25.82

   C 22.89 8.78% 2.01 24.90

   D 22.45 8.95% 2.01 24.46

   DDD 22.31 9.45% 2.11 24.42

   E 22.27 9.46% 2.11 24.38

   F 21.29 9.64% 2.05 23.34

   G 20.16 9.82% 1.98 22.14

   H 17.90 10.00% 1.79 19.69

Gate and Fence Manufacturing ( Division D/7)

Whichever is the greater
personal increase

Grade Current minimum
Wage Rate

R  c

Increase on Actuals
and Scheduled

Wage Rates

Increase on 
Scheduled Wage Rates

R  c

New Minimum 
Wage Rates

R  c

   5 45.35 8.00% 3.63 48.98

   4 41.15 8.30% 3.42 44.57

   3 35.20 8.62% 3.03 38.23

   2 28.72 8.94% 2.57 31.29

   2(a) 23.61 9.28% 2.19 25.80

   1 14.59 9.64% 1.41 16.00

   1(a) 13.20 10.00% 1.32 14.52

Annexure H: Special Provisions Related to Construction Sites covered by a Project Labour Agreement (PLA)

Whichever is the greater
personal increaseJuly 2012 July 2013

   ATB Grade A: 8% Grade A: 7%

 Grade H: 8% Grade H: 8%



By Gino Relli

One thing that occurred 
to me while watching the 
Disney movie Cars 2 is 
the fact that those pretty, 
pastel-shaded dinky toys 
have doors. I wonder why, 
considering the fact that 
Lightning McQueen and 
his pals exist in a world 
without humans. Theirs 
is a world of advanced 
technology, spies, evil 
scientists, the Mob and hit 
men; and they're in control 
of their own destiny. Their 
mission? To save the world 
before it’s too late! Absurd? 
Not for those who take 
technological singularity 
seriously.

Tecnological singular-
ity refers to the hypotheti-
cal future emergence of 
greater-than human intel-
ligence, based on the fast 
pace at which computers 
are getting more power-
ful and faster. In laymen’s 
terms: computers can do 
more and more, to the 
point where such intel-
ligence will, in the future, 
be difficult for an unaided 
human mind to understand 
or predict. 

Proponents of the sin-
gularity theory anticipate 
such an event to precede 
an “intelligence explosion” 
wherein super intelligences 
will design successive 
generations of increas-
ingly powerful minds. They 
believe that computers 
will get far more intelligent 
than humans, to the point 
where humans will be su-

perseded and taken over by 
machines – call it comput-
ers if you 
may – or creations the like 
of  Lighting McQueen and 
his pals, perhaps? They 
believe that computers 
will consistently improve 
themselves and, when that 
begins (the point of an 
intelligence explosion),  
mankind will undergo a 
total transformation. The 
world will then experience 
technological advances 
it couldn’t imagine in the 
past.

The term technological 
singularity was coined by 
science fiction writer Ver-
non Vinge and the concept 
is popularized by futurists 
like the well-known Ray 
Kurzweil. There is common 
ground between Kurz-
weil’s theories and those of 
another movement, known 
as the Trans Humanists, 
who closely involves itself 
with this theory. They be-
lieve that, through genetic 
engineering and especially 
cybernetics, the human 
body could transform itself 
from a human state to a 
post-human state, making 
it possible to become com-
puterised beings “living” 
in cyber space. Us mere 
mortals will, ultimately, 
live virtual lives generated 
by “software” – much like 
in the film The Matrix. We 
will no longer live real lives 
which means that we will 
be immortal. According to 
Kurzweil, humans will die 
only by own choice. Says 
Kurzweil: “Old age is just 

another sickness like all 
other diseases. How do we 
treat an illness? We treat it 
and we find a cure for it,” 
and he is adamant to stay 
alive until these hyper-
intelligent computers take 
over and solve the prob-
lems caused by ageing.

Kurzweil believes that, 
through biotechnology and 
nanotechnology – both 
of which are currently 
developing in leaps and 
bounds – humans may be 
able to manipulate their 
bodies. He predicts that 
the immense growth in 

artificial intelligence will 
result in hyper-acceleration 
of technological progress 
and that such progress will 
be so sporadic that major 
breakthroughs will be 
announced every hour. He 
further predicts that the 
human genome will simply 
become a human genetic 
program code.

Tormented by curios-
ity, Labour Dynamix delved 
a little deeper into this 
interesting topic. and spoke 
to professor Louis Fourie, 
Head of  Information Sys-
tems of the University of 
the Western Cape. Asked 

whether any scientific 
evidence exists to substan-
tiate Kurzweil’s theory, 
Professor Fourie replied 
with cautious optimism 
that while there are many 
pieces that still need to 
fall into place to complete 
the puzzle, there is one 
example that supports 
Kurzweil’s  theory, namely 
the popular belief that the 
ageing process in a human’s 
life is induced by DNA 
segments in chromosomes. 
Whenever a cell divides, 
telomeres reduce in size, 
preventing repression until 

the cell is finally sloughed 
off. 

Last year, scientists 
from Harvard Medical 
School made a significant 
discovery, proving that the 
process can be reversed 
by telomerase enzymes - a 
chemical substance which 
prolongs the life of cancer 
cells in living humans. The 
Harvard scientists con-
ducted their research on 
the enzyme by prolonging 
the life of normal cells in 
experiments on mice. The 
results were astonishing. 
Not only did the dam-
age caused by the ageing 

process disappear, but 
the mice showed signs of 
physical rejuvenation. 

According to Professor 
Fourie, there are numer-
ous other clues piecing 
together the puzzle: 
External robotic prosthesis 
in paraplegics, for example, 
which is not unusual. “In 
models of spinal cord 
injury, patients rely on 
computer-controlled 
stimulation of nerves and 
robotics to walk. “We are 
relying more and more on 
computer implants and 
cybernetic implants in hu-
mans – especially disabled 
persons,” says Professor 
Fourie. 

While Kurzweil’s 
mind-boggling theories 
may be regarded as a pipe 
dream, knee-jerk sceptics 
should pause and reflect on 
the successful treatment of 
Parkinson’s Disease in the 
USA where 30 000 such 
patients are already living 
with neural implants. And, 
while it may come as a sur-
prise to many, consider the 
fact that in the Afghanistan 
army more than 20 000 
ground robots are fighting 
along with human forces, 
which means that one in 50 
US troops in Afghanistan 
isn’t a human being. Not 
to mention the fact that, 
recently, the IBM Super-
computer beat the previous 
champions in the game 
Jeopardy.

On the flip side of the 
coin, however, one must 
not underestimate the 
moral, political, philosoph-

ical and – most importantly 
– religious problems that 
will be connected to it. Its  
incompatibility is, there-
fore, possibly the cause for 
a delay in Kurzweil’s pre-
dictions to become reality 
soon… which is, perhaps, 
why Kurzweil makes no 
reference to one’s soul, nor 
to any religious group.

While many people 
dread the advent of micro 
chip implants, relating 
it to Biblical prophecy, 
Kurzeil wilfully asks: “Is it 
farcical to imagine a future 
with humans living virtual 
lives and communicat-
ing through implanted 
computer chips via the 
Internet?” Imagine being 
able to communicate 
“digitally”, like “mental 
downloading” of informa-
tion during a conversation 
with a fellow human being, 
instead of through speech. 
Imagine the convenience 
of instant “downloading” of 
knowledge and, therefore, 
not having to study at a 
university, as portrayed in 
the film The Matrix. “Not at 
all impossible,” according 
to Kurzweil. And Profes-
sor Fourie confesses that 
he too believes that it’s 
possible. “We must never 
underestimate the power of 
the exponential growth of 
computers,” he says. 

While Cars 2 may be 
interpreted as a simple 
symbolic gesture of hu-
man destiny, I still haven’t 
figured out the purpose of 
the doors of those adorable 
little dinky toys.

liFestyle Labour Dynamix
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During the recent Metal 
& Engineering wage strike 
action emotions ran high, 
so much so that a UASA 
member, Rudi Jansen, was 
forced by the opposition to 
wear their shirt to show his 
solidarity with their cause.

Rudi and those of his 
colleagues who had joined 
him in not going on strike 
had been instructed by 
management to leave their 
work premises out of fear 
for their safety. At the 
gate, Rudi was accosted by 
strikers who forced him 
to put on a Numsa T-shirt 

and stand with them – or 
else… 

Rudi, being a think-
on-your-feet kind of guy, 
pulled on the shirt and 
got himself out of a tight 
corner, nose and bones in-
tact. We forgive you Rudi, 
but only because you were 
made to do it. 

As for Numsa… just in 
case you didn’t know, we 
actually do have T-shirts of 
our own for our members, 
so no need to lend them 
yours. Gesture appreciated 
though.

Emmanuel Tshivhase 
(35) and his son Masindi 
(2 years and 9 months) 
spend their time together 
training at their local 
karate club in Soweto. 
Emmanuel, a black belt 
karateka, is encouraging 
his young son to take up 
the sport and even the 
boy’s mother (Rosset) 
is keen on the idea and 
supports their trips to the 
dojo.

Emmanuel has been 

practicing the sport since 
the age of 14 and was 
awarded his Black Belt in 
2005. He regularly stands 
in for the club’s instructor 
when the latter has to be 
absent.

Emmanuel works for 
Elster Kent Metering in 
Industria, a company that 
manufactures meters. He 
is a Team Leader and has 
been a UASA member for 
seven years now.

Masindi used to go 

to crèche, but his mother 
now looks after him dur-
ing the day. What he likes 
most, though, is heading 
off for the Club where 
he trains with dad from 
Monday to Thursday.

Emmanuel says that 
karate is not only useful 
for self-defence, but is also 
healthy exercise and helps 
instil individuals with dis-
cipline, while also keeping 
children occupied and off 
the streets. 

Right man wrong shirt
why is uasa member rudi jansen 

wearing a Numsa t-shirt?

Father aNd bodyguard – to be

  

   
         

  
    

            
                                   Phone Marie Grobler at 03931 21052,
E-mail marlicht@uasa.org.za or SMS Uasa Marlicht to 32545 
and we will call you back  (Offer valid up to 30 November 2011)











and we will call you back  (Offer valid up to 30 November 2011)
marlicht

v a c a t i o n  r e s o r t

CELEBRATING SPRING, INVITING SUMMER

Stay for 21 days and only pay for 14

Stay for 14 days and only pay for 9

Stay for 7 days and only pay for 5

sPeCial oFFer

stay iN margate, just miNutes 
away From the maiN beaCh,  
at aN uNbeatable PriCe

For leisure seekers, the name Marlicht conjures up 
summer holidays at a luxury seaside resort on the 
South Coast of KZN and long strolls along sun-
drenched beaches. Anyone who has had the pleasure 
of staying at Marlicht Holiday Apartments will agree 
that it’s the ideal spot for a well-deserved spring 
holiday.

Now, until 30 November 2011 (school holi-
days excluded), Marlicht offers accommodation at 
unbelievably low rates. For instance, you can stay at 
Marlicht for 21 days and only pay for 14; or 14 days 
and only pay for 9; or stay for 7 days and only pay for 
five. What’s more, UASA members still qualify for 
their normal 20% discount.

This is truly an unbeatable offer. For more  
detailed information, please call the Resort Manager, 
Marie Grobler, directly on 039 312 1052 or e-mail  
her at marlicht@uasa-ops.org.za to make your  
reservation.

some good advice: book now, as the offer is  
available on a first-come-first-serve basis.

Emmanuel Tshivhase 
and son Masindi show-
ing off their karate skills 
at their local club in 
Soweto.
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Sanlam’s annual survey of 
retirement funds shows that 
the tendency in the 90s to shift 
the risk of retirement financing 
from the the employer to the 
employee has left many  
retirees considerably weaker, 
financially. 

Sanlam says its survey 
shows that the retirement 
industry needs to undergo 
fundamental changes in order 
to reconcile its services with 
the needs and expectations of 
today’s client.
Labour Dynamix spoke to San-
lam’s Head of Guaranteed In-
vestments (Sanlam Structured 
Solutions), Mr Danie van Zyl, 
and asked him about the situa-
tion where British civil servants 
have in the past successfully 
taken the state to court for 
forcing them to change from 
defined pension benefit funds 
to so-called defined contribu-
tion funds, because they’ve lost 
a lot of money in the process. 
Crucially, why did the industry 
over here start paying attention 
to the issue only now?

Danie says: “Thirty years 
ago, retirement benefits were 
provided on a defined benefit 
basis, with your retirement 
benefit being defined in 
the fund rules as a factor of 
your final salary and years of 
service to the company. It was 
a very paternalistic structure; 
members had little choice but 
also carried very little risk. 
During the nineties, members 
were empowered by the move 
from defined benefit to defined 
contribution funds, where their 
retirement benefit depends 
on the accumulated contribu-
tions in their member account. 
Many members could now 
make their own investment 
choices, choose their own level 
of life cover, decide on their 
contribution rate and purchase 
an annuity of their choice on 
retirement.

“While some members 
thrive on the freedom to align 

their benefits with their own 
specific financial circumstanc-
es, many members found the 
range of options bewildering. 
The results from our annual 
Benchmark Survey show that 
often, instead of looking for 
help, many members pushed 
the whole idea of saving for 
retirement and even retire-
ment itself to the back of their 
minds.”

Is it a case of the vast ma-
jority of people belonging to 
a retirement fund of whatever 
kind, are not really interested in 
the investment markets – or do 
they simply not have enough 
knowledge of sound retirement 
practices? Danie confirms that 
they have also noticed this. 
“Many members still have 
a defined benefit mindset, 
assuming that as long as they 
belong to a retirement fund, 
it is someone else’s problem 
and that they will be okay in 
retirement. From our survey, 
one third of members do not 
know how their retirement 
savings have been invested,” 
says Danie.

“Two thirds of members 
invest in their Fund’s default or 
trustee choice and, as such, do 
not choose their own invest-
ments. They prefer it if choices 
are made on their behalf. Of 
those who opted for a default 
choice, 56% trust that trustees 
will make sound investment 
decisions on their behalf. How-
ever, two thirds of members 
cannot name a single trustee 
whom they are entrusting with 
their savings. 

Looking at a recent survey 
in Britain, where the members 
investing in the default option 
are close to 90% and one has to 
ask oneself why this is so. We 
need to accept that members 
are human beings, with normal 
human biases and failings. 
They are faced with ever-
increasingly complex financial 
decisions. It should be our role 
as an industry to stack the odds 

in a member’s favour by clearly 
guiding them to make wiser 
financial decisions. After all, 
often the tendency is to go in 
the opposite direction.

Danie also mentioned that 
a fundamental change in the 
retirement industry is necessas-
ary. Question is, what is going 
to be done to make retirement 
funds safer for people who 
retire, particularly in view of 
recent statistics that show few 
people will in the long run be 
able to sustain their standard of 
living after retirement?

He pointed out that, 
throughout the last decade, we 
became accustomed to seeing 
just under half the members 
believing that they were not 
on track to meet their financial 
goals. Often, this could be 
linked to specific member 
actions, such as taking their 
retirement savings in cash 
when changing jobs. The lack 
of preservation is confirmed 
by the following result: 71% of 
funds estimate that members 
who withdraw from the fund 
take their full fund value in 
cash.

The industry had 
responded to the lack of pres-
ervation and other undesir-
able outcomes by focusing on 
communicatino and educa-
tion. Surely, better informed 
members would make different 
decisions. Communication 
tools used now include a wide 
range of electronic, paper-
based and face-to-face media. 
Fifty six of funds have formal 
strategies to provide advice and 
76% provide pre-retirement 
counseling.

“However, we did not no-
tice any significant changes in 
behaviour patterns, which led 
us to focus on understanding 
members’ behaviour patterns. 
For instance, why they opt for 
the choices they do. We then 
analysed their options and 
choices and in an effort to put 
this information to good use, 
we opted not only to guide 
members to make the right 
choices, but ultimately, also 
to adapt to their needs,” says 
Danie.

This does not mean that 
communication is not impor-
tant, but it needs to be relevant. 
“The Americans have a very 
apt expression for the situation, 
they call it just-in-time com-
munication. You have to give 
the right information at the 
right time. A young member 
in his twenties is not interested 

retiremeNt headaChes
too many choices leave investors confused 

PréCis
aFrikaaNs
Uit Sanlam se jaarlikse oorsig van aftreefondse blyk dit dat die neiging van die jare 
negentig om die risiko van aftreefinansiering van die werkgewer na die werknemer 
te verskuif, daartoe gelei het dat talle werknemers nou aansienlik slegter daaraan toe 
is. Daarbenewens skep die oormaat keuses verwarring by werkers wat nou vir hulle 
eie toekoms moet sorg. In die verlede het die versekeringsbedryf hom toegespits op 
kommunikasie en die opvoeding van mense deur hulle van meer inligting te voorsien. 
Nou word die opsies ontleed wat vir werknemers beskikbaar is en die keuses wat hulle 
uitoefen. Die bedryf staan lede deesdae by met leiding om die regte keuses te maak en 
pas uiteindelik ook aan by die behoeftes van kliënte. As u onseker is oor u toekoms, 
gesels met ‘n professionele en gemagtigde finansiële adviseur.

xhosa
Uphando lwakwa-Sanlam malunga nengxowa-mali yomhlala-phantsi lubonakalisa 
ukuba utshintsho lwengxowa yomhlala phantsi ukusuka kumqeshi iye kumqeshwa 
kwiminyaka yoo-’90 idale into yokuba  abaqeshwa baqatshelwe bebuthathaka ngok-
wasezimalini. Okunye okuphambili kokokuba  kuba zininzi izinto ekufuneka bekhethe 
phakathi kwazo abaqeshwa, yaye nekamva labo lisezandleni zabo, oko kubashiye 
bedidekile.  Ushishino lwe-inshorensi kwixa elidlulileyo lutsolise kunxibelelwano, 
ekufundiseni abantu nokubabonelela ngeenkcukacha.  Ngoku izinto ezithwe thaca 
kubaqeshwa ziye zahlalutywa lolushishino lwe-inshorensi. Sithetha nje, olushishino 
lwe-inshorensi selukhethe ukufundisa amalungu alo enze ukhetho olungcono kwaye 
nalo luhambisane neemfuno zabaxhasi balo. Ukuba akuqinisekanga ngekamva lakho, 
thetha nomcebisi-mali ovunyiweyo. 

Zulu
Uphenyo lwabakwa-Sanlam ngezikhwama zemihlalaphansi lukhombisa ukuthi, um-
khuba weminyaka yama 90’,  yokugudluza ingozi yokuxhasa ngezimali umhlalaphansi 
isuka  kumqashi iya ezisebenzini, sekuholele ekutheni izisebenzi zibe buthakathaka 
kakhulu ngasezimalini. Okunye futhi, izinto eziningi izisebenzi ezingakhetha kuzo, 
manje esezibhekene nekusasa lazo, sekwenze ukuthi zidideke. Izinkampani zom-
shuwalense esikhathini esidlule, zagxila kakhulu ekuxhumaneni, ekufundiseni abantu 
nokubahlinzeka ngolwazi oluthe xaxa. Manje sezihlaziye lokho okufanele kukhethwe 
yizisebenzi nalokho ezikukhethayo. Njengamanje, izinkampani sezikhethe ukuthi 
ziluleke amalungu ekutheni akhethe kahle futhi ekugcineni zihambisane nezidingo 
zamakhasimende. Uma ungenasiqiniseko ngekusasa lakho, xoxa nomeluleki wezezi-
mali oqeqeshiwe. 

in reading about how he will 
have to keep himself busy one 
day when he retires. To him it’s 
irrelevant. He doesn’t care.”

In effect, this means 
communication must be 
kept relevant throughout the 
contributor’s lifetimeand mem-
bership of the fund and must 
adapt and be in sync with the 
life cycle in which the member 
finds himself.

This would be the scenario 
in an ideal world. Danie says 
it seldom works out exactly to 
plan in the real world. Accord-
ing to Danie, when prompted 
for their opinion regarding 
fund communication, mem-
bers gave the industry seven 
and a half out of ten. How-
ever good it may sound, one 
wonders how many members 
actually read the communica-
tion material with which they 
are provided. 

Is it possible that a new 
type of fund should be consid-
ered for the future, rather than 
the current so-called defined 
contribution favoured by more 
and more employers?

Says Danie: “While we 
do not challenge the rationale 
behind the move away from 
the defined benefits system, 
the research shows that 
members are still not accepting 
responsibility for their own 
retrirement savings – and many 
members aren’t actually aware 
that they carry the risk. What 
should happen though, is that 
the industry must assist the 
member to improve the pros-
pect of a successful retirement, 
which means that members 
must be given the right options 
and, with that, proper guidance 
when exercising those options. 
Taking one’s lump sum in cash 
when changing jobs must sim-
ply not be the better option.”

What about those people 
who still find themseleves in 
defined-benefit funds? Danie 
rates them as the fortunate few 
and says “most of our defined-
benefit funds are closed funds, 
in other words – open only to 
existing members who are still 
part of them and I don’t think 
it would be wise for them to 
change, especially if they’re 

close to retirement. Depending 
on the benefits that one might 
gain when changing to another 
fund, few funds have converted 
in recent times. Those remain-
ing few defined-benefit funds 
will probably remain in place 
until there are no more mem-
bers left in the funds.”

A major concern is what 
should be done from the pub-
lic’s side? Are we to see changes 
and results in the foreseeable 
future? Say a member has 
taken his cash lump sum after 
retrenchment and placed it in 
a Money Market account for 
a number of years – wrapped 
it in cotton wool, so to speak 
–  what would sound advice be 
for such a person?

Danie replied: “ My 
answer would be – cash yields 
low returns, especially over 
the long-term and struggles to 
protect your investment against 
inflation. It would be advisable 
for people in this position to 
seek the help of a qualified, 
trustworthy financial advisor 
from a reputable financial 
institution.”

Danie van Zyl
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obituaries

JUly 2011

BELLINGAN,DJ  NETU - RETIRED IRON MOULDER 
BENTLEY, WJ  EX WESTERN DEEP LEVELS
BROOKS, H  NETU - RETIRED MEMBER
BUYS, JP  EX INDEPENDENT
CHAPMAN, AF  EX BEATRIX GM
COETZEE, LJ  EX RUSTENBURG PLATS
CURLEWIS, WC  WEST WITS OPERATIONS
ENGELBREGHT, GP  INDEPENDENT
ESTEVES, JB  DORBYL VEREENIGING
GOUWS, JJ  ANGLO PLATINUM - SWARTKLIP
HOLMES, GS  LIFE MEMBER – EX INDEPENDENT
JANSE VAN RENSBURG, JJ  EX BLYVOORUITZICHT GM
JANSEN VAN VUUREN, GJ  SAMANCOR - WESTERN CHROME
JOOSTE, HM  EX INDEPENDENT
KHOMARI, KN  BLYVOORUITZICHT GOLD MINING
LOTTER, H  PENSIONER MEMBER - WIDOW
MABULA, ME  ANGLO PLATINUM - ASSU (PTY) LTD
MAKUNGA, NM  VEMISANI SECURITY SERVICES
MATSHOBENI, NP  B-LOONY
MAYISHE, BP  RESHEBILE AVIATION
MBATHA, SL  NEWCASTLE WORKS
MBUYAZI, NR  MONDI MEREBANK
MCLELLAN, NC  EX NEW KLEINFONTEIN GM
MKHUMBUZI, MJ  KANGRA COAL (PTY) LTD
MNDAWE, AV  D C M LINE BORING CC
MODISE, AO  ANGLO PLATINUM - AMANDELBULT
MOJAKI, JM  MASTER DRILLING (PTY) LTD
MPUTLE, M  IMPALA PLATINUM LTD
NDLOVU, JF  ANGLO PLATINUM - AMANDELBULT
NEWBY, J  LIFE MEMBER – EX INDEPENDENT
NORTJE, SGA  MEMBER EX INDEPENDENT
NTAHANE, AM  ANGLO PLATINUM - AMANDELBULT
PIETERSE, GF  EX INDEPENDENT
PRETORIUS, PJ  RUSTENBURG PLATINUM MINES
PRINSLOO, CG  PENSIONER MEMBER - WIDOW
RICH, BJ  EX INDEPENDENT
RICH, CMM  WIDOW MEMBER
ROBINSON, GAJ  EX PRESIDENT STEYN GM
ROUX, PJJ  INDEPENDENT
SAXBY, RCA  RETIRED SUPERANN PENSIONER
SIGXANA, S  RUSTENBURG PLATINUM MINES
SMIT, JS  EX AMANDELBULT GM
SNYMAN, CP  EX BUFFELSFONTEIN GM
SWART, ANJ  EX INDEPENDENT
SWELINDAWO, TN  SCULPTURES HAIR DESIGN
THEUNISSEN, WJ  WIDOW MEMBER
THONTSI, MM  RUSTENBURG PLATINUM MINES
TURNER, SDS  PENSIONER MEMBER - WIDOW
VAN DEN BERG, CJ  JIC MINING SERVICES (PTY) LTD
VAN DYK, SWP  EX DE BEERS CONS GM
VAN NIEKERK, JP  INDEPENDENT
VAN STADEN, DJVR  EX INDEPENDENT
VAN VOLLENSTEE, JL  INDEPENDENT
VOSLOO, JHT  BAFOKENG RASIMONE MINE
WHITFORDME  INDEPENDENT

AUGUST 2011

BIEWENGA, C  WEST WITS OPERATIONS
BOSMAN, LJ  RANDFONTEIN ESTATE GOLD MINING
BOTHA, HL  EX INDEPENDENT
BRITZ, OH  JIC MINING
BURGER, A  DENEL - DPS

CALDER, MML FIBER-WOUND
CLARK, AS EX DENEL DPS
COETZEE, AJ PENSIONER MEMBER - WIDOW
CROOK, E WIDOW MEMBER
CROUS, JJF HARMONY GOLD MINING CO LTD
DE JONGH, LL MEDI CLINIC 
DELPORT, RC IZUMI ENGINEERING & MANUFACTURING
DIPPER, GRW LIFE MEMBER – EX HARMONY GM
DIQUE, MJ EX EASTERN PLATINUM GM
ERLANK, JJ LIFE MEMBER – EX VRYHEID RAILWAY
FOURIE, DS LIFE MEMBER – EX OPTIMUM COLLIERY
GEYSER, FM INDEP MEMBERS – EX PRES STEYN GM
GOUWS, SCE LIFE MEMBER – EX WINKELHAAK GM
GROBLER, GPE PENSIONER MEMBER – EX INDEPENDENT
HEESE, SWJ JIC MINING
HOFFMAN, MC SHANDUKA COAL
HOFFMAN, AWW PENSIONER MEMBER – EX INDEPENDENT
HONEYBUN, DH HONORARY LIFE MEMBER
JANSEN VAN RENSBURG  PENSIONER MEMBER - WIDOW
KHAN, I SA AIRWAYS INFLIGHT SERVICES
KHUNOU, SF RUSTENBURG PLATINUM MINES
KIMMINGS, RDC LIFE MEMBER – EX BUFFELSFONTEIN GM
KRONSTROM, NAO HONORARY LIFE MEMBER - EX SALSTAFF
LAWSON, PF NON-FERROUS METAL WORKS 
LINGWOOD, S GOLD FIELD - KLOOF GOLD MINING CO
LOUW, WI LIFE MEMBER – EX EASTERN TVL CONS
LUBBE, LJ CM MEMBER 
MAGOME, MK ANGLO PLATINUM - SWARTKLIP
MALTMAN, A LIFE MEMBER – EX BLYVOORUITZICHT GM
MATABANE, ADL NORTHAM PLATINUM LTD
MDLULI, D KUTHULA REWIND cc
MIYA, KC ANGLO PLATINUM - AMANDELBULT
MOKEBE, NJ FREEGOLD (PTY) LTD
MOKHARI, A MC WADE PRODUCTIONS (PTY) LTD
MTHEMBU, B ILLOVO SUGAR - NOORDSBERG
MTSHALI, J JAMES HOWDEN HOLDINGS LTD
MTSHATSHENI, P GOLD FIELD - KLOOF GOLD MINING CO
MYNHARDT, AS LIFE MEMBER – EX ST HELENA GM
NEL, JW EX RANDFONTEIN ESTATE GM
NEZAR, JE WIDOW MEMBER
OOSTHUIZEN, AJM PENSIONER MEMBER - WIDOW
PACE, G LIFE MEMBER – EX DURBAN DEEP 
PAGE, PR PENSIONER MEMBER – EX INDEPENDENT
PEENS, JH PENSIONER MEMBER – EX INDEPENDENT
PELSER, FP WEST WITS OPERATIONS
PHIRITSHWANE, J ANGLO PLATINUM - SWARTKLIP
POTGIETER, GE PENSIONER MEMBER - WIDOW
POTGIETER, M YORK TIMBERS (PTY) LTD
PRETORIUS, HJ WIDOW MEMBER
PRETORIUS, JL ANGLOGOLD ASHANTI LTD - VAAL RIVER
PRINSLOO, PW KHUTALA MINING
RONTKE, KH LIFE MEMBER – EX WEST RAND CONS
SEPTEMBER, L SINGEZI FOREST PRODUCTS - WEZA 
STADLER, SM WIDOW MEMBER
STEVENSON, A RETIRED SUPERANN PENSIONER
THEUNISSEN, NH PENSIONER MEMBER – EX INDEPENDENT
TREMBATH, VPW PENSIONER MEMBER – SA COAL
TSOEUTE, KD ANGLO GOLD ASHANTI LTD
VAN NIEKERK, WP NETU - RETIRED SUPERANN PENSIONER
BEYLEVELDT, SA INDEPENDENT
WILLIAMS, EA PENSIONER MEMBER – EX INDEPENDENT

UASA member Dick 
Davidson has put pen to 
paper and chronicled his life 
story – all 95 years of it, to 
be specific. What a journey, 
though, from apprentice 
boilermaker to preacher, 
humanitarian and inveterate 
traveller and globe trotter. 
David sure made his time 
with us worthwhile. He’s 
been around since we’ve 
been a colony, a Republic 
and, finally, a majority rule 
democracy.

In 1930, Dick’s father 
joined Springs Mines and, 
in 1932, Dick became an 
apprentice there following 
his father’s advice: “You 
can’t be a fitter and turner as 
you wanted to be, but if you 
are to be a boilermaker, be 
the best…” Sound advice, 
as it turned out. 

Young David acquired 
skills, prospered and bought 
himself a dandy Chev-
vie, took up dancing and 
enjoyed life. This changed 
somewhat in 1939 when 
war was declared and the 
gold mine (Sallies near 
Springs), where he worked, 
was tasked with producing 
both munitions and gold to 
support the war effort.

In 1940, he married 
Doreen Mavis Joyce of 
Pietermaritzburg and they 
subsequently celebrated the 
arrival of a daughter Brenda 
Dorothy and a son Richard 

Edward II. During this time, 
Dick became a part-time 
lecturer at the Wits Techni-
cal College. In 1957, he 
already received his gold 
watch for 25 years’ service, 
which he wears to this day.

While working in 
Orkney, Dick became very 
involved with church activi-
ties, so much so that in 1958 
he became a fully accredited 
local preacher until 2005 
when he became emeritus. 
He preached for 47 years 
in all the mining areas to 
which Anglo American had 
appointed him and lived by 
the motto: “I must do my 
best and leave the rest in the 
Lord’s hands…”

Besides preaching and 
humanitarian activities 
(running a soup kitchen), 
Dick and his wife loved to 
travel and started off with 
a boat trip to England, 
which soon gave way to air 
travel and visits to Ireland, 
America and, above all, 
Israel. 

His advice for young 
people is this: “Set yourself 
a goal and having reached 
that goal, set yourself 
another. Always keep your 
horizon bright and full of 
challenge."

Well done Dick, you’ve 
chronicled an inspirational 
life clearly well lived and we 
are proud to be associated 
with you. 

retiremeNt matters

Dick Davidson’s story



Mint jelly in a jar makes 
an ideal gift. Traditionally, 
mint jelly is served as an 
accompaniment to lamb. It 
also complements ham or 
pork. Try a dollop of mint 
jelly on a pear or peach.

iNgredieNts
•  1 ½ cups packed fresh 

mint leaves and stems
• 2 tablespoons lemon juice
• 2 ¼ cups boiling water
•  1 drop green food  

colouring
• 3 ½ cups white sugar
•  30ml (6 teaspoons) liquid 

pectin

method
1.  Rinse off the mint leaves, 

and place them into a 
large saucepan. Crush 
with a potato masher 

or the bottom of a jar 
or glass. Add water, 
and bring the mint to a 
boil. Remove from heat, 
cover, and let stand for 
10 minutes. Strain and 
measure out 1⅔ cups of 
the mint. 

2.  Place mint into a  
saucepan. Stir in the 
lemon juice and food 
colouring. Mix in the 
sugar, and place the pan 
over high heat. Bring to a 

boil, stirring constantly. 
Once the mixture is 
boiling, stir in the pectin. 
Boil the mixture for a 
full minute while stirring 
constantly. Remove from 
heat, and skim foam 
off the top using a large 
metal spoon. Transfer 
the mixture to hot sterile 
canned-fruit bottles, and 
seal, and process the 
filled bottles for long-life 
preservation.
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Like humans, birds don’t 
like to bath in dirty or pol-
luted water. Prevention is 
better than the cure. The 
easiest way to keep a bird-
bath clean is to ensure that 
it doesn’t get dirty. The bath 
should be refilled at least 
once a day. Don’t just top-
up. Dump out the stagnant 
water before filling up.

There are two ways to 
clean a birdbath. Whichever 
of the two, before tackling 
the job, first empty the bath 
and force-spray it with a 
garden hose.

 

The quick way, if the bath 
is not too dirty, is to give it 
a good scrub with a nylon 
brush, water and lemon 
dishwashing liquid. Then 
thoroughly rinse the bath 
and refill with fresh water.

For stubborn dirt or 
algae, you will need more 
time and the following 
material:
•  Calcium hypochlorite 

(swimming pool  
chloride).

• Putty knife.
•  Nylon brush or pot 

scourer (steel).
•  Black plastic refuge bag, 

large enough to cover the 
bath.

1.  Scrape off accretion and 
algae with a putty knife 
and rinse the bath.

 

2.  Fill the bath with water 
and add ½ cup calcium 
hypochlorite, depend-
ing of the size of the 
birdbath. 

3.  Cover the bath with a 
black plastic refuge bag 
and leave to soak in the 
sun for a few hours, or 
overnight. The bag will 
prevent the birds from 
drinking or bathing in the 
chemically treated water 
and the black colour will 
absorb the sun’s heat 
which will help clean the 
bath quicker. The bath 
may be checked at regular 
intervals to monitor prog-
ress. Depending on the 
type of bath, deep-seated 
stains may not react to 
treatment. 

Caution: Be careful not 
to spill the treated water 
on the lawn or surround-
ing plants. Ensure that the 
plastic bag is kept firmly in 
place, as the slightest breeze 
or a rainstorm can blow it 
away. In the rainy season, it 
may be necessary to cover 
the bath with a flat board 
to prevent it from filling 
up with rainwater and the 
chemically treated water 
spilling over onto the lawn 
or plants.
4.  When the bath is clean, 

remove the plastic bag, 
empty the bath and thor-
oughly rinse it with clean 
water until there is no 
hypochlorite smell left. 

5.  Refill with fresh water 
and your birdbath is 
ready for birds to splash 
in to their delight.

From the
Handyman

readers are invited to send us topics that they  
would like our handyman to discuss in this column.   

e-mail your suggestions to pr@uasa.org.za, or write 
to labour dynamix, Po box 565, Florida 1710.

how to CleaN a birdbath

• Tip and photos supplied by Neta Tanzarella.

reCiPe

miNt jelly

what is the 
message? 

tiP For PreserviNg 
jams aNd jellies

What can be more gratifying 
than seeing your pantry 
shelves filled with jars of 
colourful jams and jellies? 
Preparing homemade jellies 
for a long shelf life can be in-
timidating, though. The most 
reliable method is processing 
canned-fruit bottles in boiling 
water. For a small quantity of 
mint jelly, the following is a 
fairly easy method:
• Place a rack in the bottom 
of a large pot and fill halfway 
with water. Bring to a boil 
over high heat, then carefully 
lower the sealed bottles into 
the pot using a holder. Leave 
a 5cm space between the 
bottles. Pour in more boiling 
water, if necessary, until the 
water level is at least 2 ½ cm 
above the tops of the bottles. 
Bring the water to a full boil, 
cover the pot, and process for 
10 minutes. 

  

cOmPetitiOn queStiOn: What iS the aPt exPreSSiOn Often  
uSed By americanS meaning yOu have tO give the right  

infOrmatiOn at the right time? (tiP: lOOk On Page 18 Of thiS  
iSSue Of laBOur dynamix)

you may e-mail your response to pr@uasa.org.za or sms the word uaSa  
followed by your answer to 32545. if you want to fax it, please fax to 011 674 4057.  

the closing date for this competition will be 27 October 2011 and six lucky  
winners will be drawn from all the correct entries.

wiNNers oF the Previous “what’s the message” ComPetitioN
 cornelia van Wyk (roohuiskraal), douglas mhlongo (merebank), martha Sequeira (triomf), charl geyser (leraatsfontein),

alison nortje (reitzpark), thembinkosi  mqakanya (mondeor).
the correct answer to our competition question “Where did Prof Scatterbrain accidentally leave his car keys?” which is, of course, 

on the middle shelf of the fridge.
 

wiNNers oF uasa’s FaCebook luCky draw
 david Jeffrey hamilton Walker, Sharon Starck Stone, Johan roodt, ken Sheppard, david John Shorthouse,  

haley harvey abrahams

Each of these lucky winners won a handsome R2 000
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Member Jacci Brits, who 
works for Sanlam Health 
in Pretoria, has a young 
champ in the family – 
daughter Jaydean. All of 
10-years old and an ace 
skater already, she’s off to 
Budapest, Hungary come 
December, this year, where 
she’ll take part in the Santa 
Claus Cup. Held from 1 
to 4 December, this event 
will introduce the young 
skating star to interna-
tional competition and the 
winter wonders of Eastern 
Europe.

Thanks to mom Jacci, 
who was a keen figure skat-
er in her heyday, Jaydean 
was introduced to the sport 
as early as age three, decid-
ing there and then that this 
was what she wanted to do. 
Recently, she took part in 
the Stars on Ice competi-
tion at Northgate and came 
out tops in her section for 
Juvenile Girls.

Her next challenges are 

participating in the Central 
Gauteng Provincial Cham-
pionships and Cape Town 
inter-provincials. She’s also 
been chosen to represent 
South Africa – for the sec-
ond time, which has given 
her the opportunity to take 

part in the Santa Claus 
Cup and travel abroad at 
her tender age. 

What a Christmas  
present, Jaydeen! Well 
done and blessings on a 
wonderful future in this 
fantastic sport.

2 8 1 7

1 7 3 2 9 6

9 6 4 2

5 9

9 1 3 7

6 9 2 5 3

8 1 3

1 4 5 2 9

9 2 3 8

sudoku PuZZle No.11 - easy level

Complete the grid so that every row across, every column down and every 3x3 box is filled with the 
 numbers 1 to 9.  That’s all there is to it! No mathematics is involved. The grid has numbers, but nothing has to 

add up to anything else. You solve the puzzle with reasoning and logic. 
For an introduction to Sudoku see  http://en.wikipedia.org/wiki/Sudoku

Crossword and Sudoku puzzles: Supplied by XWord.co.za   Solution on page 24

1 2 3 4 5 6 7 8

9

10 11 12

13 14

15 16 17 18 19 20

21 22 23 24

25 26 27 28

29

C r o s s w o r d  P u Z Z l e  N o . 1 1

AcroSS
9 Symbols of the industrial worker and the peasant (6,3,6)
10 Person receiving medical treatment (7)
12 See 1 Down
13 Any illegal drug (9)
14 Violent weather condition (5)
15 See 27 Down
18 Provide for by supplying necessities (7)
21 Also 10th (5)
23  UASA sent a negotiating team to this indaba at Amandelbult,  

Thabazimbi (9)
25 Form something differently (7)
26 Wilder or more turbulent in force (7)
29 Tried for offences against military law (5,10)

Down
1/12  Elected co-worker who represents union members in dealings with 

management (4,7)
2 Small smudge caused by soot (4)
3 Defector (8)
4 Travel hurriedly (6)
5 Long eventful journeys (8)
6 People who work under water (6)
7 State north of Texas (8)
8 Person who breeds, rears or cares for cattle (8)
11 Make excessive and habitual use of 13 Across (5)
15 Available at rates below the standard rate (3-5)
16 Topic of no importance (3-5)
17 Portable electric tool with a fine blade (5,3)
19 Very thin (8)
20 Resemblance or likeness (5)
22/24  These two basic workplace rights are actively supported by UASA (6,6)
27/15A  Local Business Process Offshoring (BPO) operations for global 

companies (4,7)
28 Impolite or lacking refinement (4)

   Solution on page 24

Have skates will travel
young skater has a santa date

By Helen Ueckermann

Ouch indeed! Your debt 
is like a vice holding you 
and there seems to be little 
chance for escape.

There is just not 
enough money flowing 
into your bank account to 
pay all your bills.

You panic and start 
thinking about which one 
of your creditors could wait 
a month longer before you 
pay them again, but then 
decide that it’s far easier to 
play ostrich and put your 
head in the sand: See, the 
problem is all gone ...

Yes, you are in trouble. 
Your expenses are overtak-
ing your income. You may 
have too much debt!

And you are not alone 
in this.

Even though inter-
est rates are the lowest in 
three decades, most South 
Africans are still trying to 
recover from the recession. 
Rising petrol and electric-
ity prices are emptying 
your bank account faster 
than it is possible for you to 
keep up.

In short, it is time to 
tighten your belt and get 
rid of the debt monster. 

First let’s take a look at 
how your debt compares 
to your income. We will 
do an easy calculation to 
determine the percent-
age of your monthly debt 
repayments compared to 
your monthly income.
1.Add up all your monthly 
debt instalments, for in-
stance your home loan, car 
instalment, clothing and 
furniture instal-
ments, study 
loan, credit 
card repay-
ments (multi-
ply by two), 
maintenance for 
children, etc.
2. Add up all your income, 
like your salary, annual 
bonuses and overtime 
(divide by twelve) and 
any other annual income 

(divide by twelve), etc.
3.  Now divide your total 

monthly debt repay-
ments by your total 
monthly income.

If your percentage is 
lower than 30% you are 
safe, but there is room for 
improvement. If it is more 
than 40% you should take 
action.

There are several steps 
you can take to improve 
your situation. How long 
it will take you to get out 
of debt depends on how 
much debt you have and 
how much you can pay off.

FiNaNCial

to page 23… 

Jaydean Brits, in the centre.
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In a recently-reported case, 
the issue of the extent to 
which a dismissed em-
ployee can be trusted was 
highlighted.  In the Sidumo 
case, as many (if not all) 
readers are aware of by 
now, instructs an arbitrator 
not to “defer” (or rely) on 
the views  of employers in 
deciding on the fairness/
unfairness of a dismissal.  
This is generally referred to 
in labour law as the “value 
judgment” the arbitrator 
must apply in deciding the 
unfairness of the dismissal.  
To some extent this has 
been a blank cheque for 
arbitrators to decide what 
is “appropriate” as per Item 
7 (b) (IV) of the Code of 
Good Practice: Dismissal 
in the Labour Relations 
Act no. 66 of 1995 (as 
amended).  

Fidelity Cash Case
In Fidelity Cash Manage-
ment Service v. CCMA and 

Others [2008] 3 BLLR197 
(LAC), the Labour Court 
purified or listed factors 
that an arbitrator must take 
into account when apply-
ing the “value judgment” 
(a la Sidumo).  These are:  
the importance of the rule 
that the employee has 
breached; the possibility 
of repeat offences and the 
employee’s past record.  
These are the “obvious” 
factors, but what about 
the other factors such as:   
“totality of circumstances”; 
the effect of the dismissal 
on the former employer 
and the harm caused by the 
misconduct? 

the theewatersklooF  
muNiCiPality matter
In the Theewaterskoof 
Municipality v SALGBC 
(Western Cape Division) 
and Others [2010] 11 
BLLR 1216 (LC), Acting 
Judge Karel Tip handed 
down judgement against a 

former employee, one Mr 
Henn, who was employed 
as the local government 
authority’s Manager of 
Health Services.  Tip AJ 
dealt with the important 
issue of: what does the 
arbitrator do where an 
employee is proven to 
have been guilty of mis-
conduct?

The facts of this case 
are serious but very inter-
esting:  Henn was found 
guilty of two charges of 
misconduct and dis-
missed.  He referred a 
dispute to the South Af-
rican Local Government 
Bargaining Council and 
the arbitrator heard the 
evidence anew.  The first 
charge was not as serious 
as  the second:  he was 
accused of keeping  
R7 000 incorrectly paid 
to him by the Thee-
waterskloof Municipality 
as a transport allowance.  
Apparently, two payments 

of R3 500 were incor-
rectly paid to him by the 
payroll office of the local 
government authority. 
The municipality had two 
different schemes pertain-
ing to a transport “perk”: 
payment by kilometre or a 
specific amount.   Instead 
of agreeing to the two 
amounts being paid back 
to the municipal author-
ity,  Henn had opted to 
be paid per kilometre for 
travelling he undertook. 
When the employer 
sought payment of the 
amount back,  Henn 
thanked his employer for 
the “perk” and ignored a 
letter requesting him to 
repay the amount.  Henn 
signed an acknowledge-
ment of debt and offered 
repayment at a rate of R10 
per month, alleging that 
he was a “poor white” and 
insisted that was all he 
could afford.  Two senior 
officials of the municipal-

ity met with Henn and it 
was explained to him that 
in accepting the incorrect 
amount and not paying 
back the total amount 
due to him, he was acting 
in contravention of the 
Municipal Finance Man-
agement Act number 56 
of 1993.

The officials advised 
Henn to pay the money 
back within 48 hours of 
the meeting or to use 
his own car for a period 
of two months. Henn 
rejected both options and 
repeated his offer to repay 
at R10/month.  Henn was 
charged and subjected to a 
disciplinary hearing , hav-
ing been found guilty of 
“unlawful appropriation” 
of the R7 000 of mu-
nicipal monies. The matter 
came before an arbitrator, 
one De Kock who found  
Henn to be guilty of the 
charge put to him during 
the hearing.

saNCtioN
In court, Tipp AJ asked 
the parties respective legal 
teams  to address him on 
the appropriateness of 
sanction since the arbitra-
tor was unable to find “a 
suitable sanction” . The 
judge went through the 
various tests and the case 
law applicable and drew 
the two focus points of 
the various cases:

The overall catalogue 
of factors to which the 
court must examine; and 
the role and status of the 
employer’s initial decision 
to dismiss.

Since the guilt finding 
of Henn by the arbitrator 
was accepted by the par-

ties to the review applica-
tion, the court took the 
following into account in 
deciding what was the ap-
propriate sanction. Judge 
Tip asked the question: 
Is the employer fairly 
entitled to expect that an 
employee (a manager in 
this case) will at all times 
act in its interests, that 
he will seek to promote 
its operational require-
ments (as a municipality), 
that he will not willingly 
keep and spend municipal 
funds paid over to him 
in error and will he in a 
reasonable time and in a 
diligent manner seek to 
correct his conduct (or 
misconduct) once he has 
strayed off the path. The 
court’s answer was a loud 
and clear “Yes”,  espe-
cially bearing in mind the 
responsibility has in man-
aging public funds. Judge 
Tipp found that Henn’s 
lack of remorse simply 
sought to establish that 
the irretrievable break-
down of the employment 
relationship had taken 
place. The fact that Henn 
had a clean disciplin-
ary record and 25 years’ 
service at Theewaterskloof 
Municipality was seen as 
aggravating factors and 
not mitigatory in nature.

It is crystal clear from 
the analysis of this case 
that Labour Court judges 
(and or arbitrators) will 
have to take into account 
all the circumstances of 
a set of facts in a specific 
case in addition to  the 
effect dismissal will have 
on the employer: Henn 
could not be trusted by 
the municipality.

The trust relationship… after dismissal

communities and South 
Africans benefit from these 
processes. Regarding skills 
development, he focused on 
the up-skilling of the youth. 
Also beneficial would be 
tapping into foreign expertise 
coupled with mentoring 
programmes, as well as 
dedicated skills develop-
ment programmes for local 
communities, South Africans 
and particularly the youth 
to create a skills pool for the 
beneficiation industries. 

He also argued that it is 

worthwhile to explore the 
option of local manufacturing 
as opposed to exporting raw 
materials to other countries 
(for example India), who 
transform these materials 
into finished goods, which 
are then sold back to South 
Africa.

“The overwhelming reso-
lution from our members, 
which stemmed from this 
debate, is that nationalisation 
will not solve the increasingly 
serious problems of rising 
youth unemployment, pov-
erty, inequality and the poor 
South African economic 
growth rate. Furthermore, 

stakeholders cannot lose 
sight of the fact that the 
policy research currently 
being conducted by the ANC 
is based around the concept 
of state intervention and 
not nationalisation,” Dennis 
George stated – intervention 
and nationalisation being two 
different actions.

After the proceedings, 
FEDUSA said it believed 
that “the real underlying 
structural problems in South 
Africa, including poverty, 
inequality, income disparity, 
poor service delivery, low 
quality education and social 
insecurity, are the real issues 

that need to be addressed.”
Grobler’s arguments 

were vindicated when 
FEDUSA, in its post-debate 
statements, said: “We need 
to focus on the benefits our 
raw minerals offer in order 
to manufacture goods that 
the world needs. This will 
stimulate job creation, enter-
prise development and skills 
development.”

Similarly, FEDUSA 
recognises that there is a 
huge problem in South Africa 
regarding a lack of skills due 
to poor education. Significant 
increases in the quality of 
basic and higher education 

need to take place in order 
to address youth unemploy-
ment and the poor quality 
of education and skills. After 
signing the Accord on Basic 
Education, FEDUSA’s wishes 
to influence polices going 
forward to ensure that every 
South African child that 
starts at grade one has a sig-
nificantly improved chance of 
finishing matric.

FEDUSA maintains its 
view that the debate sur-
rounding state intervention 
must be facilitated though 
recognised and accredited 
institutions, such as the Na-
tional Economic Develop-

ment and Labour Council 
(NEDLAC), while observing 
the principles of our Consti-
tution. 

FEDUSA’s National 
Executive Committee (NEC) 
will make a formal resolution 
on nationalisation at its meet-
ing on 15 September 2011.

• UASA is affiliated to 
FEDUSA, the largest  
politically non-aligned trade 
union federation in  
South Africa and represents 
a diverse membership from a 
variety of sectors. 

…from page 4
(FEDUSA debate)
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•  Blue Ocean Concrete Products settled on a wage increase 
of 8 to 9%.

•  Lincor Services also settled on a wage increase of 8,5%. At 
the same company a dispute regarding bonus payments 
was finally settled; 12 days’ pay was given to their employ-
ees on 19 August 2011 and all employees will receive 19 
days’ leave pay paid in full.

•  Regarding retrenchments, lay-offs and short-time con-
cerns at Morecare Engineering – we managed to restruc-
ture the setup there and saved 11 jobs for our members.

•  Godden Engineering was affected by lay-offs, but we 
managed to change it to short-times, which resulted in the 
number of affected members to be reduced from 8 to 4, 
equivalent to 50%.

•  We have successfully recruited members from two Metal 
& Engineering companies in Richards Bay, namely God-
den Engineering and Deynecke Engineering. At Godden 
Engineering, first subscriptions were deducted in July 
2011, whilst Deynecke Engineering started deducting 
subscriptions from the end of August 2011.

•  We have also recruited 57 new members from M & L 
Inspectorate, a chemical sector company based at RBCT 
in Richards Bay. We have put in a request for stop-order 
facilities and await their first deductions. 

mary sutherlaNd oF  
belville wrote
My Employer is in the process of 
disciplining me and intends to make 
use of a “Pre-Dismissal Arbitration”. 
What are the advantages and disad-
vantages of such a “Pre-Dismissal 
Arbitration”?

answer
1. The main “advantages” are:
•  The neutral outside arbitrator en-

sures impartial decision-making.
•  The employer does not have to 

concern itself with procedural 
issues, since those are taken care of 
by the arbitrator.

•  Finality is reached soon after the 
matter is referred to arbitration.

•  Complex matters are handled 
more expertly than normal.

•  The costs associated with a hearing 
in the workplace as well as a hear-
ing at arbitration are minimised.

• The dispute is resolved speedily.

2. The main “disadvantages” are :
•  The parties are not able to choose 

who will arbitrate the dispute, and 
the allocated arbitrator may not be 
a person in whom the parties have 
confidence.

•  The pre-dismissal arbitration pro-
cess is one that both parties have 
to agree to and agreement can only 
be reached once the employee has 
been advised specifically of the 
allegations; and

•  The outcome is out of the hands 
of the employer and employee and 
there is no option of an internal 
appeal.

Piet Pieterse writes
I got injured at work and, all along, 
my case was being handled by the 
Compensation Commissioner. On 
the 19th of August 2011, I phoned 
the Commissioner’s office to en-
quire about the progress of my case, 
and I was told that my case has been 
dismissed as the Commissioner 
does not accept liability. What can I 
do to take the matter further?

answer
In terms of the law, a Commission-
ers is obliged to provide you with 
a letter stating reasons why he/she 
does not accept liability. On the 
very same letter, the Commissioner 
must inform you of your right to 
raise an objection within 180 days 
from the date on which you became 
aware of his decision to reject your 
claim. So, what you need to do is to 
provide us with your claim number 
and we will assist you by requesting 
the Commissioner to provide us 
with the reasons for not accepting 
liability and to assist you in lodging 
your objection.

modise wrote
I am a sales representative for a 
company that manufactures and 
sells vitamins and pharmaceuticals 
to the public. It is my job to market 
and sell these products. I have a 
written employment agreement to 
the effect that I earn a basic salary 
and commission of 2,5% for sales 
between R 50 000 and R 80 000 
and, thereafter, I earn commission 
on a sliding scale for sales more than 
R 80 000. My earnings changed 

constantly from month to month. 
My employer refused to pay me any 
commission on last month’s sales, 
even though I reached the R 50 000 
target, the reason being that all the 
other sales representatives’ sales 
were high and he cannot afford to 
pay me the commission this month. 
What should I do, as I seriously 
need the money for a pre-planned 
trip to the USA. Please help me 
urgently.

answer
You first have to establish your 
average monthly salary to determine 
which process to follow to claim the 
commission from your employer. 
Section 35 of the Basic Conditions 
of Employment Act 1997 (BCEA) 
determines that in the event that 
your remuneration fluctuates, you 
should calculate your remuneration 
with reference to your earnings over 
the preceding 13 weeks. Should 
your monthly salary be lower than 
the current annual earnings thresh-
old of R172 000 per annum  
(R14 333.33 per month), then you 
may approach a Labour Inspector of 
the Department of Labour, directly, 
to investigate your complaint and to 
issue the employer with a compli-
ance order in terms of Section 69 of 
the BCEA. If, however, your earn-
ings are exceeding the threshold, 
then UASA will assist you with a 
claim to the Labour Court, in terms 
of Section 77 of the BCEA, should 
your employer refuse to comply 
with our demands to pay you your 
remuneration.

legal q&a riChards bay News

The following cases have been 
resolved by UASA’s Richards 
Bay branch

To motivate you, look 
at the amount of money 
that leaves your bank ac-
count every month to pay 
off debt and imagine what 
you could do with that if 
you didn’t have to hand it 
over to creditors.

To motivate you fur-
ther, let’s take a quick look 
at how debt empties your 
wallet.

You receive a credit 
card offer in the mail. You 
can borrow R20 000 and 
you only have to repay it 
at R400 per month. The 
interest rate is a tad high at 
around 18%, but your re-
payment is still only R400 
per month. Who couldn’t 
afford that? Answer: You.

Credit providers don’t 
let you pay back small 
amounts because they 
care about you. On the 
contrary, if it took you 30 
years to pay back the 

 R20 000, you would be 
one of their very best 
clients; one who fills their 
coffers with interest for 
years to come – changing 
the initial R20 000 into a 
whopping R50 000 if you 
only pay the minimum 
amount.

An even worse pic-
ture emerges when you 
calculate what that R400 
per month could mean 
had you invested it over 
a period of 30 years at a 
conservative return of 8%: 
It would have been worth 
R60 000 of which R46 000 
represents interest you 
would have earned.

Makes you think, 
doesn’t it?

• Next time: 10 steps to get 
out of debt.

Helen Ueckermann is a  
freelance journalist and exco 
member of the Southern African 
Freelancer’s Association  
www.helenueckermann.co.za

In this context, Ma-
likane stated that private 
owners will not necessarily 
be compensated at market 
prices for the confiscation 
of their assets. He also 
admitted that nationalisa-
tion will in itself not create 
additional jobs. Though 
some cabinet ministers 
stated that Malikane was 
not talking on behalf of the 
ruling party, they also did 
not dismiss nationalisation 
as a policy option.

This creates the impres-
sion that the government 
is seriously considering 
purchasing the majority 
interest in private-sector 
companies. How, and 
with what money, is still 
uncertain. However, one 
nationalisation model 
would be to rent the com-
panies/assets back to the 
current owners in order 
to continue with their 

operations. Alternatively, it 
may enforce another round 
of charters insisting on a 
larger part of black or even 
government ownership.

Moreover, though the 
calls from the alliance for 
nationalising South Africa’s 
mining sector - which 
boasts a market capitalisa-
tion of some R1,9 trillion 
- attracted the most public 

debate, it is clear from 
The Freedom Charter and 
recent statements from 
other alliance members 
that mines are not the only 
targets in the sights of the 
alliance. In this respect, 
The Freedom Charter 
on national wealth issues 
states that: “The national 
wealth of our country, 
the heritage of all South 

Africans, shall be restored 
to the people; the mineral 
wealth beneath the soil, the 
banks and the monopoly 
industry shall be trans-
ferred to the ownership of 
the people as a whole; all 
other industry and trade 
shall be controlled to assist 
the well-being of the peo-
ple; All people shall have 
equal rights to trade where 

they choose, to manufac-
ture and to enter all trades, 
crafts and professions.”

In responding to calls 
for nationalisation which 
have increased in intensity 
over the past year, the insti-
tutions representing South 
African business organisa-
tions have hitherto failed 
dismally. Not only have 
they been unsuccessful in 

producing any research 
(let alone evidence-based 
research) to prove that 
nationalisation as a policy 
will fail the economy, but 
they are also far behind 
the alliance in research-
ing the topic. In fact, “Big 
Business” has no dedicated 
policy research depart-
ment. 

Accordingly, “Big 
Business” will, as usual, 
not be able to respond 
to the nationalisation 
research findings, leading 
to speculation that it will 
again have to resort to their 
now familiar “behind the 
scenes” deal-making in an 
attempt to save face.

Consequently, if no 
dramatic event - including 
research by “Big Business” 
- alters the course, South 
Africans should prepare 
themselves for serious 
economic damage if some 
sort of nationalisation is 
implemented within the 
next couple of years. 

malikane stated that private  
owners will not necessarily be 

compensated at market prices for 
the confiscation of their assets

…from page 5
(Nationalisation)

…from page 21
(Financial)
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ACROSS: 9 Hammer and sickle, 10 Patient, 13 Sub-
stance, 14 Storm, 18 Sustain, 21 Tenth, 23 Bosberaad, 
25 Reshape, 26 Fiercer, 29 Court martialled. 

DOWN: 1/12 Shop steward, 2 Smut, 3 Deserter,  
4 Hasten, 5 Odysseys, 6 Divers, 7 Oklahoma,  
8 Herdsman, 11 Abuse, 15 Cut-price, 16 Non-issue,  
17 Sabre saw, 19 Skeletal, 20 Image, 22/24 Health 
safety, 27/15A Call centres, 28 Rude.

When asked what she would 
like for her birthday, UASA 
member Sally Manthe said: 
“I’d like to go sky-diving.” 
She’s 72 years old, a widow, 
mother of three and… 
grandmother of three. 
Lucky for Sally, she has 
children with a sense of 
adventure who agreed to 
this – well, in theory at 
least. Secretly, daughter 
Nadine wasn’t sure her 
mom was going to go 
through with it and held 
back on the booking. How-
ever, the closer her mom’s 
birthday came, the more 
she wanted to know 
whether there really was 
a booking. Nadine duly 

made the call to Skydive 
Joburg to book her jump 
and off grandma went 
one fine sunny Sunday 
morning – and not a 
nerve in sight.

She eagerly hopped 
on the plane and did a 
tandem jump with Glen 
Vermeulen from  
11 000 feet, eagerly blow-
ing kisses at the camera 
man! The diving team was 
kind enough to gift her a 
video and photographs as 
a birthday present free of 
charge, which the family 
thought was very kind and 
thoughtful.

“We were and are all so 
very proud of her,” says Na-

dine. “When she got back 
down with her feet safely 
on the ground, she wasn’t 
even shaking. All she would 
say was that she wanted 
to go and jump again! So, 
I won’t be surprised if she 
does the same thing on her 
next birthday. Mind you, 

she did mention she would 
love to try shark cage div-
ing next. My mom is an 
amazing lady, still full off 
life, very young at heart and 
we love her a great deal.”

Those who want to 
book a similar gift, go to  
www.skydivejoburg.co.za

sky-diviNg graNNy
how adventurous are you with your  
birthday wishes…?


