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INTRODUCTION ALICE 5700

The Buffalo City municipality remains an aspiring metro although it fulfils all
the legal requirements to be a fully-fledged metropole. This is as a result of its
state of the economy. It has not yet been ascertained whether the city
possesses the capacity to be independent financially. The second element is
the management of its own affairs without the assistance of the District

Municipality. Until { 3:se twc is, financial capacity and
administrative capacity are uffalo City municipality will
remain a Category B mu conomic sustainability and
administrative capacity can be ronment where management

is empowered with the necessary <G study is an attempt to establish

the existing skills rB'ﬂ %I‘Hie( f\@'fa%lsfilﬁﬁioérammes aimed at
enhancing skills developn]e(r)*@ e AnoER el pHilsavailable will tell exactly

whether the city is able to effectively provide social services to the residents,
business and other social institutions develop.

The Department of Labour, on behalf of national government, in terms of its
constitutional man 1ite and its powers and functions, has a responsibility to
oversee planning and the implementation of this responsibility, that is, of
providing skills to all sectors. The Department of Labour in carrying forward its
mandate, has consulted broadly among the relevant stakeholders to develop
a strategy for skills development.

Both the private and public sectors are expected to provide the necessary
policy framework, and package incentives that would attract responsive
attitudes from ev yone and, that would hopefully result in the implementation

of the skills development programme.



This programme has been introduced by law to compel all labour market
institutions and labour unions to participate. The actual results will first be
seen when all labour market institutions develop policies to guide the
operationalisation of the olicy. The second phase will involve willingness, the
identification and availability of candidates for the empowerment and the up-
skilling of the workforce.

The most important area in the implementation is the integration of skills
development and economic growth as component elements of developmental
societies. The integration of the two should culminate in a fundamental shift in
terms of the current \ rkforce exploring other areas of training and career-
pathing. The achievements of the <kille davalnnment programme will only be

realized when as a country we t in all fields of work.

PROBLEM STATEMENT

In South Africa, studies in science, ‘Sl®Gy and mathematics are part of

educational priorities, mmﬁ DR Fpipghnological careers.
While, on the one hand tfiegret/ndy hesitee legatcadvanced technological
infrastructure on the African continent, on the other hand, South Africans

experience acute health, shelter and environmental problems, and
participation in science and technology careers is restricted to a minority of
citizens (Bendix, 1996:154).

The situation in the workplace is a little better, with programmes which are
either task specific or based on old style craft demarcations, and which also
do not provide workers with an understanding of the social and scientific
context of work technology. The lack of engagement with the scientific
principles underpinning technological results in workers being ill-equipped to
contribute to innovations in the workplace or to adapt to the changing forms of
work-place organisation required by new technology. In general, science,
mathematics and technology education, both formal and non-formal, has
failed to address our levels of scientific literacy and technological know-how.

Among the newly industrializing countries, South Africa is ranked at the












engineers; the frustration of an employer trying to navigate a skilled recruit
through the immigration bureaucracy; the exodus of young South Africans
who have discovered the global market in skills; and the disappointment of
others at home among who believe themselves to be qualified but cannot find
a job. They are the human faces of South Africa’s failure to develop, recruit,
and retain the skills and wider human capital essential for sustainable and
shared development.

From its first days in office in 1994, the democratic government recognised
the legacy of apartheid in the legacy of apartheid in the fields of education and
training and, over a period of years, framed policies to address it. Twelve
years later, however, as policv-makare faciie on ambitious targets for
economic development, emplo ' reduction, the government

is again talking about skills crisi:

The launch of the Accelerated ¢ 1 Initiative for South Africa in
February 2006 and its partner prog™iil®e Joint Initiative on Priority Skills
Acquisition, one montUer@kilﬁftF@ﬁnﬁgi@e policy debate on

economic growth. Commeﬂt‘@g@ﬂ@e}mammtbﬁb@red Growth Initiative for
South Africa and Joint Initiative on Priority Skills Acquisition by senior

government leaders and policy-makers indicate that they regard the
development, recruitment, and retention of skilled people in both the public
and private sectors as the most important factors in achieving a higher rate of
economic growth.

According to the Skills Development Act (No. 99) of 1998, the term “skills
development” has been used to capture the specific perspective that the
South African government brings to project of people development. This
perspective emphasizes the development of competent performance by
individuals or a specified and yet dynamic social and economic purpose. It is
not intended to be seen as preparing individuals for the isolated performance
of a routine task in an unchanging environment, a very outdated notion, but
rather the development of the necessary competencies, which can be expertly

applied in a particular context for a defined purpose. Human resource



develop ent concerns the means by which a person cultivates those skills,
the application of whic will improve the efficiency and effectiveness with
which a particular organisational segment is achieved (Hewton, 1988:85).

Skills development emphasizes the development of competent performance
by an individual for a specified social developmental purpose. It is not
intended to be seen as preparing individuals for the isolated performance of a
routine task in an unchanging environment but rather the development of the
necessary competences, which can be expertly applied in a particular context
for a defined purpose. Skills development should result in skilled performance
(Skills Development Facilitator Programme, Annexure G, p: 251).

The principal task that informs 1 dpic is the pertinence of the
skills question in the history of nomic life. As a democratic
country and part of the global \ I's (S.A’s) major challenges
are to overcome the legacy of which is the addressing the

skills question, and to be technoloMconomically competitive in the

global market (Natio@[w%w%frf?éﬁtqgfhf@1.'4), and that is
realised through educatioffy} epheruliitigd éhe ewvision of the primary
education requirements is one of the most important parts of the development

action. In spite of the large numbers of pupils that enrol in schools, the level of
literacy in the less developed countries is shockingly low in relation to the
level of literacy in developed countries. For example, in the least developed
countries, the level of literacy is thirty seven percent of the population, as
compared to the ninety seven percent in developed countries (Coetzee, 1989:
75). The education children receive in developing countries is often also not
suitable for the requirements of the country. In South Africa, the emphasis in
the schools has fallen on purely academic education, while the country needs
more technical training.

In South Africa, 7 800 000 persons were busy with one or other form of
training. This training included primary schools, secondary schools and
tertiary educational institutions such as technikons and universities. In as

much there is that form of training, South Africa has a low skills base and



companies are not investing sufficiently in skills training for their workers, and
the technology machinery and equipment used by South African companies is
not sufficiently updated or replaced (Philip, et. al., 1999: 96) especially in
public institutions. This can be attributed to the legacy of apartheid that has
left South African companies and institutions in a dire need for skilled labour.
The Human Science ‘lesearch Council's (HSRC) October 1999 media
release report depicted that there is a shortage of more versatile and
experienced managers and professional’s or rather skilled labour across all
sectors of South African economy. According to the national skills
development strategy conference (2001: 8), South Africa has only 3 million
skilled and highly skilled workforce as opposed to 7 million trapped in the
semi-or-unskilled work. The mnst rarent ctidies into developmental growth

suggest that growth is strongly n capital and human capital
is the skill of a workforce. The /anced technology has also
resulted in the emergence of : new highly skilled technical
occupations, for example, s ans, engineers, computer

programmers, product designers anSUi#gists (HSRC, October, 1999). In

South Africa, there h@ﬂ%f@iﬁﬁéfrﬁm Hgﬂgd personnel to fill
these occupational categofipgéffaak, 198¢. Bk After the 1994 elections,
South Africa was re-admitted to the world society, in a sense that the notion of

sanctions and closed spaces between South Africa and other nations become
the generation of additional financial resources to facilitate the human
resource development of the public sector. According to Beck (2000: 35) no
country or company can shut itself off from others. Various social, economic,
cultural, political forms, technology and skill training institutions interact with
one another. In the global economy, everything is mobile: people, capital,
factories, even en 2 industries and the only resource that is really rooted in a
nation and the ultimate source of all its wealth are the workers or the people
(Crouch et al., 1999: 1). In short people are the most important assets in a
country.



METHODOLOGY

To achieve the purpose of this study, the Buffalo City Municipality was used
as a study in order to understand the municipality’s responses to challenges
imposed by globalisation, and the municipality’'s attempts to address the
question of skills. The research methodology to adopt in this study is a
quantitative research method and that is informed by what Babbie (1986: 45)
defines as the study in which phenomena are explored, explained and
described according to the relationship between variables. It is useful in
generating knowledge in a variety of situations where it would be difficult to
employ an experiment. approach.

As the researcher using a quan athod, the study will venture
into the words of other (n City municipality workers,
management and union) to leal 1ation about the impact that
organisational development ha municipality, how do they

respond, the kind of technology intr A how has this has affected the

way work is done, hovUPﬁX@@[@iW eﬁthﬁaﬁtion of skills being
addressed? This is based pp fé’thgfarpfpgﬁg@ ¢vpleation methodology (that
is, programme evaluation guided by the purpose of the researcher, in which

those who will provide information will be stakeholders and will not be
manipulated).

The research study will make use of the following two techniques as the

apparatus for conducting the research.
Personal interviews

The study will also make use of the interview technique. According to
Wiersma (1986:79), the interview is an oral exchange of opinions between an
interviewer and an individual or individuals, and it is conducted in person. In
an interview, responses may be limited to a single word response like “yes” or
“no”, or they may be lengthy statements.



























According to Kraak, this resulted in a new layer of racially heterogeneous
middle stratum of the occupational hierarchy, consisting of coloureds, Indians
and Africans workers. At the same time, this restructuring of the employment
pattern disadvantaged other members of the African working class,
particularly those residing in the peripheral or rural areas, whose services as a
cheap source of labour was no longer in high demand. This resulted in a high
degree of differentiation within the African working class (Webster, 1985: 75).
According to Hindson (1991 cited in Maharaj (2000), the urban African
working-class benefited most from the restructuring of employment during this
period, as they began to obtain the skills to occupy jobs in the subordinate
primary sector. Whereas the large numbers of Africans located in the rural
collapsed economy faced permanent unemnioyment. This led to the
emergence of the “core” skille ’ unskilled, African workers
(Kraak, 1996: 69).

In 1996, a provision was m 'nched workers under the
Unemployment Insurance Act, ‘SjJJ;;vere provided in cases of

retrenchment due to dﬁ‘fﬁ%mt\xprbﬂlwr Hlﬁif«%'nent. According to
Scheepers, 1974 and Ntuli,?@% ho e tEReBRovRYe related to the earnings
— group of the worker. There was no racial segregation, except that African

claims were handled through the Bantu Labour Bureau machinery, and that
the Africans could not serve on the committee’s set-up in terms of the Act to
consider appeals. The reason for separating the channels for such insurance
appeals is because the legal system of the country did not allow that both
white and Africans’ claims to be handled in one department (Ntuli, 2000: 74).
This meant that Africans were not allowed to use white facilities. The use of
technology as a white man’s job and facility to utilize was inculcated to
Africans.

Since the early 1970s, when a sustained irregular cyclical pattern emerged,
the apartheid character of the labour market could no longer be pursued as a
viable strategy for stable growth for reasons already explained above (that is,
economic growth). In the 1970s there was considerable attention given to

manpower matters and legislation. Three government commissions were set
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up to start the reform process, the De Kock Commission on monetary policy,
the Weihahn Commission into labour relations and the Ricket Commission on
influx control. The Weihahn Commission argued that, the South African
industrial training system had serious shortcomings that thwarted efforts to
provide an adequate quality of skilled labour and that training be rationalized,
and this ultimately led to the enactment of Manpower Training Act of 1981 and
the establishment of t - National Training Board (Standing et al: 451 in Mji,
1998:36).

Up until this period the past training system was formed around a number of
apprenticeship training courses that mainly equipped young white men to
work in industry (Kraak, 1997: 74) WIith ranid ~hgnges in technology in the

1980s, new methods of work he shift towards the global
market, these apprenticeship - an insufficient basis for
competition. During this perio were introduced in South
Africa, which represented a s e “Verwoerdian” race-base

thinking of the 1960s to a framew " more on free market principles

(Kraak, 1997: 74). lellﬁx étiaﬁleydequ:ﬁi- 1%1@5 the transfer of
control of apprenticeship lt@'g@r@g om fike Depgrement of Manpower to

accredited Industrial Training Boards. This allowed the board’s freedom to
meet the training needs of industry in the way they saw fit without any state
intervention. These reforms envisioned a government with minimal
involvement and a more market-based or voluntary approach being adopted,
which left it to industry to deliver training to meet the identified needs. This
resulted in a high degree of differentiation between black and white workers.

There was a tendency to train black not to be competent workers.

Although the Manpower Training Act was the first South Africa’'s non-racial
law on training, the apartheid legacy still had an influence on it. When black
learners entered the apprenticeship training system after reforms in 1981,
there was a tendency for them to get theory and not practice, with the result
that they were un: le to build real competence. In 1981 the Human Science
Research Council . IRSC) produced what came to be known as the De Lange
Report (Vally, 1997: 40). The report called for the provision of education in the
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Within this segment of e labour market, bureaucratic control is based on
rules and procedures which seek to habituate workers to company values,
and also on Taylorist principles which seek to divide workers across a
seemingly endless fragmentation of jobs (Webster, 1985: 201).

The labour market theory also looks at the technological developments under
capitalism or divergent development of the industrial structure to explain the
emergence of labour market segmentation (Amsden, 1989: 243). An
important aspect of the labour market analysis is its emphasis on the
interaction between developments in technology and the pattern of labour
market behaviour (Amsden, 1989: 246). There is an argument that technology
is being introduced to enhance manaaerial contral over the skills and labour of

workers (Ntuli, 2000: 32). Ntu es that, from the improved
process of generating and ‘ormance information and
increasing opportunities for d ount of skill in jobs and
indispensability of workers. Act )00: 32) this view of control

has been upheld by many Mar¥SiJJ#E. most of them paying their

allegiance to Harry Wfﬂvmﬂyff)ppdﬁd 1zirglﬁaborate attack on
capitalist work reorganisati%g@ﬁﬁghnmogyc@y@hgéntroduced in particular,
and scientific management in general.

Another labour market theory view the introduction of technology in the
workplace, other than control over workers is to increase profits and
productivity. As Martin ((1995: 45) asserts, for management to maximize
profits and extract maximum surplus value from workers, it finds it necessary
to control labour as far as was practically possible. This is also achieved
through work organisation techniques. Management needed, furthermore, to
gain a complete monopoly of all knowledge of the labour process (Ntuli, 2000:
43). This confirms Bravemen’'s argument (in Amsedn, 1989) that the
development of technology, and its impact on work process in terms of their
ability to use their nowledge and exercise judgement in the process of work
execution. This lead to de-skilling as management would also need to divest
workers of any skill, knowledge. In this way technological developments

require a reduct 1 in labour mobility and a degree of flexibility. This will
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reduce workers to the p t where they function like “hands”, managed like a
mere machines set to rork on mindless, fragmented, simple, repetitive,
monotonous and highly gid and controlled tasks (Braveman in Ntuli, 2000:
44). This scientific management technique entailed the degradation of work,
and worker’s increasing subordination to, and alienation within and from, the
capitalist labour process (Martin, 1995: 62).

Webster (1993: 103) h Is that managerial control is never complete, even
when automotive technology has been introduced. This is so because
management needs worker’s skills and experience to oversee the machines
because they were liable to break down. The worker’s intelligence, know-how

(that is, their understanding) and exnerience are not something that is easily

removed from the shopfloor. W luction tends to rely on the
coercion of labour, it however 1 te and reward workers skill.
Indeed, technological change r wvelopment of new technical
skills and not merely the in ihancement of older ones

(Webster, 1991 in Ntuli, 2000: 54). TjjJ¥Cess, it is interesting to note that

employers and worltej'h I\?é(i‘ ﬂatc}l;a (ﬂhF f"fr {rﬁftt to be maximised
employers must invest in Moty kePrRioBy lflemegxers’ skills to enhance
productivity and competitiveness.

Hodson and Parker, 1998 and Ntuli, 2000: 56, come up with another view
about the impact of technology on work and on workers. They see technology
as the major vehi e, which brings higher living standards to those who
participate in economic life. They have overlooked the negative impact of
technology on both the employed and the unemployed. According to Novel
1981 and Hodson and Parker, 1988: 2, between the 1970s and 1980s,
technological grov 1 had been seen more as a cause than the solution to the
problem of unemployment. The reason for this is that, more often than not, the
introduction of ne  technology tends to lead to unemployment, because its
introduction is a consequence of management’'s desire to maintain control
over the workforce (see Shaiken in Hodson & Parker, 1988: 3). Hodson and
Parker (1988: 10) also observed that advanced technologies displace labour
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in general, driving up the unemployment rate and placing additional pressure
on workers at all levels.

It is further argued that technology tends to increase the alienation of labour
under capitalist society (Valls & Yarrow, 1988: 127). In Ntuli, 2000: 58, the
transition from craft to mass production did result in an increasingly detailed
division of labour which, together with other factors, raised workers alienation
to unprecedented heit ts. With the later development of fully automated,
continuous process technology, this trend is reversed. Therefore, what
modern industry initially took from the worker, the opportunity for meaningful
work is eventually restored (Vallas & Yarrow, 1988 in Ntuli, 2000: 58). We
have seen that the introduction nf technalnnv hag both negative and positive
effects. In South Africa techn 1 benefited workers in the
primary labour market sector rs in the secondary labour
market sector.

According to the Skills DeveloPwii® of 1998, the term “skills

development” has beep y§§¢orgptyete RSt pEppective that the state
brings to project of peoplq‘@g\gqﬁ@fnmt. e feaigpective emphasizes the
development of competent performance by individuals or a specified and yet

dynamic social or economic purpose. It is not intended to be seen as
preparing individuals for the isolated performance of a routine task in an
unchanging environment, a very outdated notion, but rather the development
of the necessary competencies, which can be expertly, applied in particular
context for a defined purpose.

Policy makers, have failed to understand that the nation’s technological
assets are the capacities of its citizens to solve complex problems of the
future. It is their knowledge, skills, their contribution to the world economy and
not as hitherto, technology and capital which determine a country’s prosperity
(Ulrich Beck, 1997: 15).
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The Labour Market Th ry as Applied in South Africa Industries

If we look at the previous section, the legislations of the apartheid government
had negative effects in the workplace. At industrial level, labour segmentation
was facilitated by a wide variety of legislative and other barriers to access
particular job categories, in particular technological jobs, which were reserved
for whites. Technological jobs, skills based and supervisory tasks became the
monopoly of white workers in primary labour market sector, while black
workers were restricte to unskilled, low paid job categories in the secondary
labour market sector (Webster, 1985: 286). Black workers were forbidden
from performing certain jobs and this mechanism trapped black workers in the

secondary labour market emplovment African workers doing low paid and

insecure work dominated i bour market sector. The
subordinate primary labour ma d of an intermediate stratum
of White, Coloured and Indiai kers (Webster, 1985: 378).
Webster (1985: 378) calls this outh African workplaces the

racial segmented labour market. FSWJ#ple, in the mining industry to a

greater or lesser exETYy Rjgste YRt ToRL Fpdgon work involving
unskilled work like the hanq@g@[ﬁgw freedals Andderoducts. Likewise, in the
gold mines, broken rock and ore were cleared from the “stopes” and loaded

into hoppers or “cocpans” by manual shovelling done by unskilled black
workers (Crankshaw, 1997: 51). In the building industry unskilled black
workers performed most excavation and material handling tasks manually.
Unskilled work typically included the tasks of loading and transporting building
materials on site, digging foundation trenches and tamping to settle concrete
or to consolidate rubble. The exaction of foundations was carried out by
teams of unskilled manual labourers who broke the ground with pick, axes
and shovelled the )»ose soil into wheelbarrows, which they then trundled up
ramps to tip the contents into waiting trucks (Crankshaw, 1997: 51). White
workers did none of the mentioned jobs.

This racially segmented labour market was also a reflection of the skills
situation in South Africa’s workplaces. Whereby black and white workers

formed distinct and socially unequal parts of the same variable capital (Langa,
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1997: 65). Division and inequality in the workplace were an extension as well
as a result of divisions in the wider society. There were restrictions facing
Africans in the acquisition of technological skills training. This enhanced what
Burawoy (1985: 45) describes as ‘“racial despotism”, whereby work was
characterized by coercion rather than consent, and total skills training control
was the compound where large numbers of black unskilled workers were
housed separately from the rest of white workers. It has been argued that the
compound was one of the most effective forms of labour control ever invented
(Webster, 1985: 275). Black workers in the compound were only allowed or
skilled to be black indunas, that is, management, appointed supervisors; while
actual technological know, how and power were vested in the hands of white
compound workers. According to Nzimande (1991: 166-199) skilled work was

exercised by white workers whc semi-skilled black workers.
Black workers not only sufi )n or segregation in the
workplace, this was predicated discriminatory laws outside

the workplace (Langa, 1996: 156 QjJ#*%tes to the manner in which a

dominant group (tham%ﬁ WWIW tuHCﬁcéors as access to
general education and qu@@qgﬁkg&tm,mgm and tertiary training to
ensure the subjugation of another group (blacks and women)(Mhone, 2000:

8). This was deliberately done to manipulate factors that specifically
disadvantaged blacks entered the labour market as prospective workers, they
did so as relatively uneducated, unskilled and untrained, and very restricted in
their choice of jobs (especially the skilled ones) or their mobility in search of
jobs such that they were generally “fit’ for the type of jobs, occupations and
industries that the dominant group wished them to undertake (Mhone, 2000:
8). It is generally agreed that the historical limited access of Africans to
educational institutions and the poor quality of Bantu education have been
major factors determining their inferior position in the labour market (Kraak,
1991: 156). This is clearly depicted by the 1994 October Household survey
conducted by Mhone (2000: 9) according to which blacks were discriminated
and disadvantage in terms of skill acquisition prior to entering the labour
market. According to Mhone (2000: 8) 72 percent of blacks were found to
have achieved standard 6 or lower while 72% of whites had achieved
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standard 6 or higher in terms of education. It is worth to note that about 60%
of the unemployed blacks had standard 6 or lower. Furthermore, the ratio of
white males with relevant degrees to the other groups with degrees was about
1,7 with respect to white women, 3,4 with respect to black males and 5,0 with
respect to black women (Mhone, 2000: 8).

Evidence of apartheid laws and policies indicate that in South African
companies there is still unequal treatment of workers in terms of access to
skilled and unskilled jobs as well as remuneration (Mhone, 2000: 7).
Essentially, within each occupation category, pyramidal job hierarchies can be
identified in which blacks and women are disproportionately concentrated in

the lower skill levels and white males disnronortionately concentrated in the

higher skill job. Within these jo jlass ceiling for the majority
of blacks and women such that rity are able to be promoted,
hence the continued under-rep ks and women in the higher
skill jobs (Mhone, 2000: 7). Wh ere employed in semi-skilled

and skilled levels were retrained arSYiJ%d into skilled trades, supervisory

position and, at a strbﬁﬁi%f@'ﬁiy B@%Iﬁgbﬁl@i@kshaw, 1997 98).
Simultaneously white workggg)wiie Pipnoieedagre of African workers into
skilled and supervisory jobs, they even received bonuses and were assured

improved conditions of service. Instead of blacks being promoted into skilled
trades, blacks were only advanced into semi-skilled jobs, which entailed the
performance of fragmented aspects of the unskilled trades. Although black
workers were performing work previously done by whites, they were doing
that at much lower wages or income (Mhone, 2000: 7).

Global Discourse on Skills Development

The legacy of apartheid policies and legislation’s failure to develop workers
will clearly live to haunt post-apartheid South Africa. As Joffe et. al. (1993: 15)
point out, even though there has been a substantial improvement in the
proportion of the labour, one quarter of the African working population and
one-eighth of the coloured workforce are without formal education. It is

estimated that 45 percent of blacks cannot read or write (Fallon et al 1993 in
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Joffe 1993: 25). This compares very unfavourable with the Technology and
Human Resources for Industry Programme (THRIP), with many of the non
Technology and Human Resources for Industry Programme and even with
other global major players. As a result of unfavourable comparison it becomes
clear to South Africa that in order to become globally competitive she needs to
change. Social, political and economic activities in one part of the world come
to have immediate significance for individuals and communities in quite
distant parts of the global system (Mcgrew, 1992: 68).

In acknowledging our past history of isolation, the unfavourable comparison
with the rest of the world, labour segregation and stage of development, how
then do we compete and fit in alobalization and its consequences as

stimulated in part by a concer 1e nature of socio-economic
changes which appear to be dvanced capitalist societies
(Mcgrew, 1992: 65). Along w 5 the view that the fate of
individual national communi ng bound together. This

awareness of global interconnecte SN nforced by the electronic media

which bring to their e}lﬁ%fﬁﬁpﬁe a@ﬁiﬂfﬁ.@stant events, thus
creating a sense of a glofjaly “shaesh Ere@lekceMcgrew,1992: 70). How
then should we understand the term globalization, which is used to describe

these global trends?

Beck defines globalization as “a world without state — or, to be more precise, a
world society without a world and state without world government” (Beck,
2000: 13). By this he refers to the multiplicity of linkages and interconnections
that transcend the nation-states (and by implication the individual societies)
which make up the modern world system. It defines a process through which
events, decisions and activities in one part of the world have significant
consequences for individuals and communities in quite distant parts of the
globe (Mcgrew, 1992: 65). Erwin and Harry (2000: 243) define globalization
as a continuous process whereby functions and influences cross boundaries
from one state to another. It involves the organisation of various processes
such as communication and business on a worldwide level, the existence of

and awareness of the interrelations among people on the globe and
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recognition of the globe as finite and limited (see Yearley, 1996: 9). The
concept reflects “people experiences of the properties of an accelerating
phase of the level of social integration comprising the bonds between nation-
states (Kilminster, 1997: 272). It represents the increasing trend in which
people view the world as a single space or what Robertson (1991: 8) refers to
as :the compression of the world — and the rising consciousness that
humanity inhabits one globe”. Theorists of globalisation view the world as
moving into or as already having entered a new phase.

According to Hirst and Thopmson (1996: 1), “...we live in era in which the
greater part of social life is determined by global processes, in which national

cultures, national economies and natinnal hnarders are dissolving”. Born of

the process of globalisation terms that are becoming
commonplace in the social sc ch as global society, global
economy, global culture, global sitizenship, among others. In
view of the above, the study s 3 an intimate, uncontrollable

powerful source of change and SWii#at affects national economies,

political, social and }ﬂ%fgﬁgp@fcléeneﬁ fﬁ%en organisations,
individuals and governme%mgﬁqppﬂmén@iﬁ@temational connections.
Having defined globalisation this study will follow the Rosenau’s explanation

of globalisation.

Rosenau (1980, 1989, 1990), in his attempt to make sense of the
intensification of global interconnectedness, attaches enormous significance
to technology. According to him it is technology that has so greatly diminished
geographic and social distances through the jet-powered airliner, the
computer and many other innovations that now move people, ideas and
goods more rapidly and surely across space and time than ever before
(Rosenau, 1990: 17). Rosenau argues that technology has profoundly altered
the scale at which human affairs take place. New global communication and
information technologies have subverted the control of state over flows of
information (Comaroff, 1996: 168), enabled the formation of a global economy
(Castells, 1996: 92) and facilitated the breaking down of certain “cultural”
boundaries Lee, 2394, Pieterse, 1997: § in Sayed, 1998: 16). It is technology
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that has fostered the interdependence of local, national and international
communities that is far greater than any previous experiences (Rosenau,
1990: 17). Acknowledging that amongst other key factors describing
globalisation, Rosenau (1990) is adamant that it is technology that
revolutionizes the way e world is operating. The study, therefore argue that,
technology and globalisation are changing the world and the workplace in
particular. The next section of this research will discuss the South African
organisations in the era of technological changes that come as a result of
globalisation.

The South African Organisation in the Era of Globalisation

The past two decades have wi shanges in the nature of the
global economy. Apart from e« South African organisations
are experiencing major chan y and the labour process
internationally. The advancen ical know-how undermines

political and natural boundaries sGIJ*&d to the formation of a global

market economy ruI{g ﬁi Jg@iagllﬁyceﬁ F@ﬁ FPeppees of globalisation
have dramatically altered M@M@emlfp@gz@@(,@nd produce things. The
world of work has undergone rapid changes over the past decades as a result

of globalisation. South African organisations are moving away from mass
production to flexible production. Descriptive terms such as post-Fordism,
flexible specialisation, the new competition and systemofacture have been
coined to describe the changes (Harrison, 1996: 3). It is impossible to
understand the current changes and the context under which organisations
operate without a brief look at mass production notion. According to Kaplinsky
(1994: 11), mass production developed and matured over the past 150 years.
The primary purpose of production was to lower production costs. Since wage
costs were a major element of production was to lower production costs.
Since wage costs were a major element of production costs, labour costs had
to be minimized. ‘or instance, in Henry Ford’s pioneering factory, the time
taken to assembly a car fell from 750 minutes to 93 minutes between 1913 -
1914 (Kaplinsky, 1994: 11). Through the post war period most times adopted

the system of mass production effectively. Jenkins (1992) characterized
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same assembly line. This was facilitated through the use of micro-electronic
system in the production process. The new trend is toward flexible production,
whereby production is based on small unit with subcontracting arrangements.
Literature on flexible production embrace what has become known as “just in
time” system. However, there is a growing body of thought, which referred to
these new forms of production system in variety of ways such as flexible
specialisation, flexible production and post-fordism. These concepts have
been used interchangeable. According to Kaplinsky (1994: 23) flexible
production means a larger number of product types reflected by shortening of
the life cycle of the product portfolio. It is basically a system of production,
which makes relative use of embodied capital and intensive use of human
beings. The goal to strive toward in flexihle nroduction is to move towards a
single product flow.

As Kaplinsky has pointed oL of organisation with major
opportunities for innovation t in Japanese manufacturing
systems. Actually, it began JJ#¥ta’s adoption of just-in-time
manufacturing during Mﬁﬁf@ E‘g?&}? bff%irddffgfé the following eight

key changes in productionm@g@,?ép Yl thedransition to flexible. Key
changes are:

e the handling of inventories;

e the approach to quality;

e the organisational work;

o the reaping of systematic gains and introduction of work-terms;
e changes in inter-firms linkages; and

¢ instituting the process of continuous change (see Kaplinsky, 1994 25).
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fordist work organisatic practices (Barnes et al, 2001). Other critical global
developments such as 1e emergence of information technology revolution
have also strongly influr ced the nature of work organisation to organisations.
The environment in which organisations operate is increasingly turbulent in
this global era, national, and regional commercial competition is increasing at
an alarming rate. Companies’ alliances and competition are increasing,
mergers, consortia, privatisation and acquisitions are all common in
organisation today. Production and communication technology is changing at
an exponential rate. Further dislocation of people through downsizing and
restructuring is rampant (Bell 1995: 46).

Education and training has become imnerativa in South African organisations,

as it provides the basis form eading and writing form an
integral part of circulation of ir ire old fashioned institutions
where manager's jealously I about conditions in the
organisation, thinking the kno ess is like the key to their

power (Womack et al 1990: 85). 4UjjJ#®%ons operate as open systems

where information S'Hrﬂfv‘é@fﬁya@‘fdr Bffﬂ'“ﬂ?{'réeed to be readily
understood by workers anq“gggwaﬁﬁb}ﬁt@eﬂgﬁ@gth African organisations
have a system in place where coming up with pro-active and be active

solutions to problems becomes the expected norm, and where suggestions
are translated into continuous improvements in both productivity and quality
(Womack et al, 1990: 86). The need for greater flexibility within production is
highlighted, leading to the devolution of responsibility to the shopfloor and
more co-operation management.

The study is seeing a move from authoritarian management approach to a
democratic management approach. As a result of demands imposed by
organisational developments today, poor quality standards are not tolerated;
defective components would rapidly bring the whole organisation to a stand
still. In the heart of South African organisations there is a need for dynamic
teamwork, which require multi-skilled workers and responsibility sharing for
productivity and quality (Humphrey et al, 1998: 62). For workers to be multi-

skilled, basic literacy levels become imperative, as their provide the basis
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broad problem-solving capabilities and knowledge to enable workers to work
in teams responsible for complex manufacturing processes in new forms of
work organisation. This represents a significant shift from past traditions
where workers were allocated narrowly defined prescribed tasks, which made

it difficult for them to become creative and improve productive activities.

Because of the past legacy of apartheid, the Human Resource Group
recommended that the new democratic South Africa adopt a high-
participation, high skill model characterized by a high degree of state and
employer involvement in education, skills development, training and low-level
of social stratification (Mji, 1994:. 40). This was a direct response to the
international debates that expertad tha ctata ar government to play a proper

role in human resource, skills lopment.
In March (1995) the then mir ito Mboweni, unveiled Skills
Development Strategy for eco ment growth in South Africa.

He announced that sets in motior™ P& volution in our country and that

nothing less than a rﬂcﬂ{i@@f@ Wiﬁ Mﬁoﬂeﬁf@rs the urgent need
for employment and pm@@c‘éw et dMelly, 1997: 38). The Skills
Development Strategy was issued by the Department of Labour in March

1997, a document which had emerged from two years of exhaustive
consultative discussions both within government and between government
and its primary National Training Board and National Economic Development
and Labour Council (Nedlac) stakeholders (Seta bulletin, 2001: 6).

Kraak (1997: 74), in analysing the newly issued Skills Development Strategy
(SDS), argues that the strategy is a classic example of supply-side
restructuring. He refers to the Skills Development Strategy as an approach
that prioritises the role of the state in the economy, especially in establishing
the institutional, infrastructuctural and interlocking policy requirements, which
are needed to underpin both equitable social development and successful

incorporation within the global economy. A supply-side approach focuses on:
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e the social foundations (institutional structures and social policies),
which underpin  onomic performance; and

¢ Integrative and complementary policy making and balancing free
market policies with the supply side.

The Skills Development Strategy was accepted with minor amendments and
this eventually evolved into two new Acts of Parliament, namely the Skills
Development Act that was passed in November 1998 and the Skills
Development Levies Act in April 1999. These Acts are driving the skills
development process in South Africa today. There are other interventions by
the government in favour of the South Africa Qualification Act, Further

Education and Training Act an~ Emnlavmant Equity Act. But this study will

focus on the Skills Developr Is Development Levies Act,
however a reference to Sou ition Act, Further Education
Training and Employment Ec : because changes in Adult
Basic Education and Trainin ing, vocational training and

higher education will affect the S delivery of skills and learning

programmes Unders@ﬂwépw,@pcﬁtlﬂgf@try like S.A with its
history of deprivation tf& jﬁth!@‘@iﬂbc@ fiemtegns that exist in skills
development and training are multifaceted and it would be naive to

contemplate that there can be a single solution there to.

The South African Qualification Act became law in 1995. as its name suggest
this created the South African Qualification Act, whose mission was to ensure
the development and implementation of a National Qualification Framework
(NQF) which will contribute to the full learner and to the social and economic
development of the nation at large (Curriculum, 2000: 11). It intends to
provide qualifying learners with applied competence and basis for further
learning. The notion of applied competence requires that a qualification
should address the theory as well as the practical needs of learners. A
qualifying learner must be able to understand as well as do something useful
with the acquired knowledge in a real world for the social and economic
developmer of the nation at large. The South African Qualification Act also
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tax of 1% of payroll) provides the state with critical influence over the
economy and in the formation of skills, which it previously did not have.
Government can use e 80 % grant allocated to industry to influence training
(Kraak, 1997; 78). The purpose of this levy is to fund the skills development of
employees and unemployed persons. Employers may reclaim much of the
levy they have paid if they provide skills training for their workforce. In 1990,
levy grant systems were reported to be in operation in more than 30 countries,
most of which were like S.A in the lower and middle income brackets
(Godfrey, 1997: 177). Bas (1988: 355 — 369) claims that levies to finance
training have generally had positive results. One country in which a levy grant
- funding scheme seems not to have been a failure in Singapore.

it should be noted that the Sc itresses the notion of applied
competence. This means tha ind the reason why they are
doing these tasks and are al changes are needed (Vally,
1997. 40). The concept sug tional competence, practical

competence and reflexive compe "SI all necessary for the meaningful

accomplishment of Uzﬁli@é\fagﬁg} ﬁafdpmtﬂﬁﬁéational competence
is described as an undefRtapditeeef Wikt ielemg done and why. Practical
competence is described as a demonstrated ability to a particular thing.

Reflexive competence is described as a demonstrated ability to integrate or
connect performance with the understanding of that performance so as to
learn from the actions and adapt to change and unforeseen circumstances
(see Bellis, unpublished: 16). Linked to this is Skills Development Strategy,
emphasis on a need for competitiveness in line with business view. To equip
workers with the skills to succeed in the global market and to offer
opportunities to individuals and companies for advancement to enable both
workers and companies to play a productive role in S.A and the global market.
According to Vally (1997: 77) skilled workers and managers are less likely to
take an adversarial stance in relation to productivity enhancing strategies
required by companies, as they are more likely to understand the competitive
pressures that impact on the firm.
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Sam Gidin (1995: 49), argues that Skills Development Strategy shows that
competitiveness has emerged as the ideology of the new era of capitalism
because it presents the development of productive forces as having only one
possible channel: the strengthening of the capital class and of individual
companies. It is hoped that the skill development strategy will not gradually
become consumed by such an emphasis.

Education and training is seen as a panacea for resolving problems such as
low productivity, skill shortage and unemployment. We are commonly
described as living in a learning society filled with knowledge workers, a
description that stresses the centrality not only of knowledge but rapid

changes in education and trainina reanirina learning as a permanent process

in the economic development »uch, 1999: 1). In nearly all
societies unemployment is hig with low levels of education
and training and this has adve aconomy of the country. The
Skills Development Strategy i Jcation and training present

opportunities for both the employ @i unemployed. Individuals who

acquire advanced Ietglﬁf{,@lw%ﬂgp éritjfr‘reﬂafg 4§ feore likely to secure
prosperous economic futue,dRs Wi rRsPReRsRmRPaNies, the country and
individuals. Skilled workers are seen as both a value-added product and the

means by which the economy is to be improved.

Skills Development Strategy states that the new learnership system will
encourage flexibility of labour. Corporations are likely to increasingly reduce
their own direct employees to those with core competencies and to contract
out other activities. The danger here is that corporations will try to “Flexibilize”
their worker through the use of precarious contracts (Crouch, 1997: 157).
Vally (1997: 49) argues that flexible production leads to new forms of labour
market segment. on with a smaller core of relatively highly paid and skilled
“permanent” workers and a periphery of lowly paid and insecure casual and
temporary workers. This system may well be a lead to a greater global
economic competitiveness, but it provides no relief to the under — privileged

and unemployed
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this skill and takes a long period of time to develop. The people in this level
are characterised by their seniority whether in industry, government or
academia. This segment is highly linked to economic growth and dynamism
and is highly entrepreneurial and innovative.

The next question South Africa ought to answer is how to invest in these skills
levels to positively increase the dynamics of the country’s economy. To do
this it is important to understand the relationships between these skills levels.
The medium skills level grows over time into high skills level through the
acquisition of experience, knowledge and continuios development. The
increase in the dynamism of high and medium skills levels necessarily results

in an increase in the dynamism ~f tha Imn and medium skills levels, while the

opposite is not the case. In 1 cannot hope to grow the
economy through the low sk J can hope to increase the
economy through the medium vels. This is not to advocate
that, there should not be inve skills level, but the low skills

level is driven by the needs of th&@iJils level. Therefore, in this paper,

the study is going tji ﬁv%ﬁﬁkgrii@ H qé@}ﬂnhtﬁf pptimal investment
balance between mediuﬂ‘b@gﬁhéﬁgm Fitce ietee To achieve this, the

researcher will create a matrix that would guide the study on how the
organisation should invest in these skills.

This is shown in table 2.1 below:
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1997: 80). Kraak (1996: 121) refers to this process as the ideological
reconstruction of skills which is used by employers to attempt to internalise
key company norms, values and work ethics among the labour force during
skills training to ensure stability and loyalty among workers. For instance his
evaluation of training courses such as the popular “6M’ course and other
productivity related courses (Kraak, 1996: 97), found that much of this training
was aimed at re-orientating Black workers towards the free market system. In
fact both the National Training Board/Human Science Research Council and
Education Research Strategy initiatives for a new education and training
system, formulated during the 1980’s and early 1990’s, contained elements
that emphasised a role of the education and ftraining system in the
development of key social attrihitae that wara eypportive of a capitalist work
ethic.

Implementation of the Skills ategy

In the light of the above criti("Gi®er implementation of the Skills

Development Strate@ AT [tbﬁ cghqlﬁrfi\@ﬁ'ﬁf Iﬁtf@ns with the state’s
role being to ensure that TWQMEMI@){@@ change and success of
the Skills Development Strategy. Companies with more than 50 employees

are required by the Skills Development Strategy to establish a committee to
implement skills development. This is to ensure a “buy in” from the managers
and shop stewards or workers representatives. It has been proven that the
success of any skills implementation project is dependent on the participation
of all the players, on the sharing of tasks and on all-round company support of
projects (Mail & Guardian, 2001: 3). The implementation of the Skills
Development Strategy requires companies to appoint a skills development
facilitator, who will be responsible for the development and planning of firm'’s
or a group of firm’'s skill development strategy for a specific period (DEL,
2000: 1). The facilitator, who may be an external or internal person, is
required to have a qualification or equivalent competence in the occupation in
which he or she will practice this training and development function.

Appointing a ill facilitator will equip the company with skills and the
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CHAPTER THREE
RESEARCH METHODOLOGY AND DESIGN

INTRODUCTION

The location of the Buffalo City municipality for this study is in the Amathole
District Municipality. The Amathole District Municipality forms part of the
Eastern Cape Province of South Africa. The Buffalo City Municipality is one of
the eight Category B Municipalities that make up the District of Amathole. The
Amathole District Municipality is amannet the <iv districts that make up the
Eastern Cape Province. The Bt ity has been formed by the
integration of East London, Kin¢ d Berlin as well as the rural
areas of the municipality.

The Buffalo City municipality forr"Suiiii#®Yal point in the Eastern Cape

Province, with its straﬁpﬁ R@émwr@fﬂq@(gﬂlﬂm role it is capable
of playing in the future deyglgpmﬁﬂt- of EdtedHe meevince and the country.
East London, the country’s only river port, is also well placed internationally,

allowing for best trade both inland and with global markets of the world. On
the other hand King William’s Town and Berlin are growing industrial and
commercial centres. Lastly, there is Bhisho at which the Eastern Cape
Provincial Legislature is situated, making it the capital town of the Eastern
Cape Province.

According to 1996 Census in the Buffalo City only 197, 234 people have
primary education, 202, 350 have secondary education, 69, 697 have matric
and 26, 495 have tertiary education. The illiteracy levels remain at 11,2
percent. The people who are unemployed are 101, 349 and the employed are
160, 156. Although this area is relatively wealthy compared to the rest of the
province, a large majority of the people are still living in abject poverty and
find it extremely difficult to participate in the developmental activities of the
municipality because they lack skills.
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This chapter examines the manner in which the research project was planned
and executed. The first aspect to be outlined is the research design followed
in this research. The second aspect to be investigated is the research process
(methodology), that is, the method used for this study. The research
methodology in this study consists of two important components: survey
research and sample de! |n.

Sample design includes aspects such as defining the population and sample,
sample size and the sampling technique to be used in the research project.
Survey research deals with aspects such as questionnaire design, pilot study
and data collection, processing and analvsis

The Research Design

A non-experimental survey res: 2d in this study because the
topic is related to the field of humZ% i Ce development and as a result

any hypotheses stateE ﬁm 1b§ Wt@flryﬂfltoﬁgréut rather from the

points of views of responqqmﬁgm werE «trewpfeem various segments of
Buffalo City municipality as a research site. The primary data source was a

questionnaire that was completed by the politicians of Buffalo City
municipality, senior management, and union representative respectively,
implying that each of the three components of the questionnaire was focused
on skills developme¢ t as a strategy for empowering workers. Complementary
data collection was collected through interviews that were conducted with the
Buffalo City municipality workers, that is, politicians, senior management and
the union representatives. Such interviews were instrumental in giving an
overview picture of the impact of skills development in the Buffalo City
municipality. Since workers of Buffalo City municipality are accountable to
councillors for the rogrammes they undertake, the municipality, in turn, has a
responsibility to improve service delivery, allocate resources to the community
and to provide training to its personnel. This, therefore, suggests a link that
should exists between the municipal development programmes and the
municipal improvement plan particularly on skills development, which has to
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the union representatives. Buffalo City municipality centres are East London,
King Williams Town and Berlin, are integrated to one centre that is East
London. The logic behind this integration was that due to geographical
spread, and the availability of resources which are more centred in East
London.

Procedure

Firstly, the researcher asked for permission from the municipal manager to
conduct research on e municipality. The researcher was referred to the
skills development officer to whom he delivered the letter of application. The
skills development officer also reennndad in writing giving a go-ahead and

also relayed that, the research 1 appointment with him and
the executive mayor or the ouncil separately. He also
recommended that the researc own arrangements with the
union members. The research e use of telephone calls as

convenient way of securing appoin™ Gl politicians, managers and union

representatives. Que@ﬁpgieef WGf"F@W%&IF@"S’ and by hand
containing instructions. T@jg@t@mmr@u@@g anesgtionnaires to politicians,

managers and union representatives was delegated to the skills development
officer. Some delays were experienced in terms of getting data collected in
time. Although there was sufficient number of questionnaire copies, some
questionnaires, especially the rating scale were either returned wrongly filled
or blank. The researcher had to re-schedule further arrangements to clarify
the mechanism of filling such ratings. At some stage difficulties were
experienced with politicians who sometimes dishonoured the appointment
dates because of work commitments. The researcher tried to give clarity

where participants had difficulties in understanding the questionnaire items.
Instruments or Tools used in the research process

Two instruments were used in this study. The primary instrument was a
questionnaire. Three different questionnaires were prepared by the

researcher. One was directed at the politicians, wherein questions were asked
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questionnaires. Althoug it was mentioned in the covering letter of the
questionnaires that respondents would not be victimised or prejudiced as a
result of their responses, some respondents tried at all cost to give a positive
picture of the practices of their institution. The reason could be the fear of
disfavour from their principals as these questionnaires were collected from
them by the principals and returned to the researcher.

Conclusions

The main aim of this chapter was to outline the research design of this study.
The research objectives and how the research design could facilitate
achievement was the focal point

The first section analysed the ind approached followed in
this study. A quantitative resear ollowed.

The second section was devoted TSU®Earch design of the study which

deals with populatiorL fﬁ%ﬁ W(@@F@pﬂd}[‘ﬁiﬂ;ﬂents or tools. A
sample random technique ﬁ@g@mimmﬁ@l@a@ respondents in Buffalo
City Municipality.

Survey design includes aspects such as questionnaire design, and data

collection. In order to obtain the necessary data, personal interviews aimed at
facilitating responding to the questionnaire were used.
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CHAPTER FOUR
INFORMATION GATHERING AND ANALYSIS

INTRODUCTION

The aim of this chapter is to provide an overview of the Buffalo City
Municipality used to empirically assess skills development as a strategy to
empower workers in Buffalo City Municipality. The number of respondents
was too small to be used to generalize on the total workforce of the Buffalo
City Municipality. This was the case heraiice a number of other employees,
managers and councillors did sessary information on this
programme in the municipality.

The sample for the study was <ey figures in management,
political and worker representative SIPanking workers and other levels
of management and @ﬁi@@ﬂiﬁﬁ@ﬁ@é Tthifymay cause problems in

terms of the external valigity efibe studi & folle-up study needs to be
conducted to establish the levels of understanding, development and the

involvement of the employees, managers and councillors in the skills
development programme.

The data obtained for this study has been collected by means of structured
and unstructured questionnaires, received from 18 respondents out of a total
population of 4 597 workers and 30 political representatives in Buffalo City
Municipality.

The Mayor, programme managers responsible for skills development,
employment equity and personnel were interviewed. The employee
representatives were also interviewed for purposes of balancing information
received. The information in this chapter is a product of such an interaction.

Their views are assumed to be what is objectively happening in the City at the
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moment because of their centrality in the programme as well as the fact that
the programme is still at its planning stage. In short our analysis in this
chapter centres around opinions.

Views of the Mayor

The launch of the Accelerated and Shared Growth Initiative for South Africa
(AsgiSa) in February 2006 and its partner programme, the Joint Initiative on
Priority Skills Acquisition (JIPSA), one month later, placed skills development
at the centre of the pc :y debate on economic growth and development. The
Mayor indicate that, they regard the development, recruitment, and retention

of sk :d people in both the public and nrivate cactors as the most important

factors in achieving a higher rat development.
Councilor Zintle Peter stated th esource utilization is the key
for any organization to be able objectives. The Buffalo City

Municipality has allocated one miTSil be utilized in programmes that

will optimize the skills @Yﬁwmwwqamtﬁm performances are
effective towards the re:ﬂ'y@@im of the efdanization’s vision and the
accomplishment of its mission. All skills development and learning activities

will be aligned with the Integrated Development Plan (IDP) to account for
synergy and direction. This means that the IDP after its adoption became the
guiding document, which means that the spending in training should seek to

meet at least the minimum requirements suggested in this document.

Councillor Zintle Peter believes that the skills deficiency is not a huge problem
in the Buffalo City Municipality as most incumbents in senior positions are
experienced professionals. However, they still need to acquire more skills in
order to be able to adapt to the changes that are currently taking place and
¢ 30 be able to deliver on the requirements brought about by the changes.
The Mayor argues that service delivery is affected by problems brought about
by external factors beyond management control.
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In improving service d very by becoming effective and efficient, a skills
development plan that involves all post levels within the organization has
been drawn up and implemented during this financial year. Secondly, a
capacity building programme for senior management is being drawn up and
will be implemented very soon with the assistance of the Provincial
Department of Local Government, Housing and Traditional Affairs.
Furthermore, strong links are established with parastatal organizations like the
South African Local Government Association and non-governmental
Organisations like the Institute for Democracy in South Africa (IDASA) and
others can also be very helpful.

Since the introduction of the skills develonment strategy, there has been a big

step taken towards implemen sic Education and Training
programmes currently with an learners. Furthermore, the
pass rate of plumbers in the tr | due to the bridging course
they attended prior to going for ridging course forms part of

the Skills Development Programm&iPhuman resource field there has

been an improvemen[ﬁaﬁg;aéaikgirtyamfrp‘dﬂatuH%ﬁt'@ns issues and that
has been brought aboufT'dly the $HIlE &velepenent Programme. The

municipality has now seen improvements in the handling of disputes. There
has been a sudden decrease in the number of cases handied since the
introduction of this training. In the field of information technology, tremendous
work has been done on training people to operate certain computer
programmes in order to be efficient in their operations. Errors have been
eliminated in the statements of accounts for customers and the statements of
accounts have been made user-friendly as compared to the past statements
of accounts which :re difficult to read.

The Mayor states that, the image of the Human Resource Department is
deemed to have improved tremendously in the organization. Improvement on
relations between the organization and its external customers (that is, people
who are looking for better service who are coming from communities) will be

measured through the performance management system which will be
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accessible. This should cover all municipal sections for optimal performance.
Accordingly, focus should go beyond the known training areas.

Employees are expected to utilize these opportunities in order to facilitate
their career development and delivery of competent job performance. It is
thought that, it is better to lead well-trained employees who feel part of the
establishment through clarity of what needs to be done.

The Council should also undertakes to provide the necessary resources for
education, training and development, within the financial ability of the council
and the community, and in line with the organizational competency needs,
based on the strategic service deliverv nriarities, stated in the integrated

development plan. It would be il to train staff in areas that
are not necessarily performes ility in terms of allocated
functions.

According to Skills Development S@iJ®e accepts that the municipal

workplace skills plan Efﬁi@éfg tt‘? tﬁticﬁaﬁﬁﬁf@lopment Strategy
and the Sector Skills Plap &@Iﬂﬁe,p@ﬁ@in‘éﬁ pigerities in the municipal
workplace skills plan. Their priorities as the municipality at the moment
include the following:

e Adult Basic Education and Training;

e Financial Management;

e Administration,

e Basic Electrical;

¢ \Water and Sanitation works;
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in the SETAs and the Standard Generating Bodies (SGBs) whilst also
ensuring that learning culminates with a recognized qualification. This bodes
well for a return on investment in training of employees by employers, as they
will have a highly skilled workforce that will unleash performance at an optimal
level.

The Municipality has experienced no high turnover as a result of skills
acquisition. With the restructuring currently taking place, there is also no
mobility of the workers that has been observed. The interesting part is that
this new plan is focusing on the goals of the municipality enshrined in the
Integrated Development Plan (IDP) document. Secondly the plan is informed
by the National Skills Develooment Strateav. Skills Strategic Plan and
Employment Equity issues. 1 enjoys the support of
stakeholders who approved it b mented and they all believe
that it is on the right direction.

Due to international demands theSygjjj#umber of training programmes

which were launched, (g {5 POPESPBTOFPPIA fEvice delivery. and
capacity programmes for t%&mﬂ@yeﬁ)ﬂycglp@ﬁé@ meet the international
demands as well as to consolidate efficient and effective service delivery.

Views by Affirmative Action Manager

Ntlonti reported that, the total workforce of the Buffalo City Municipality is four
thousand, five-hundred and ninety-seven (4, 597). This means the
Municipality has four thousand and fifty five permanent employees and five-
hundred and forty-two (542) contract employees. Out of all the employees of
the municipality two thousand three-hundred and thirty-eight (2, 338) workers
are unskilled.

During the period between the 2001 and September 2002 the municipality has
recruited fifty three (53) permanent employees and five-hundred and forty
(540) non permanent employees giving a total of five hundred and ninety
three (593). During the same period two hundred and fifteen (215) permanent
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performance of African students in mathematics and science at school levels.
Whites are three times more likely to obtain higher grade passes with an A, B,
C, or D symbol than Af ans. These racial imbalances are attributable to the
fact that the majority of black South African children attend schools that are
dysfunctional.

Information Analysis

It is particularly difficult to come up with the authoritative figures for skills
shortages for the whole economy, and even shortfalls in particular categories
are difficult to generate and agree upon. Aside from the methodological

difficulties of enumerating from =2 wariatv nf indirect sources, as we have

already seen, the definition of \ vhat constitutes a “shortage”
are rarely uniform, especially \ 'sts and political sensitivities
are involved.

In the case of Buffalo City MunicTSSiJ#* shortage or migration of skilled

white workers iIIustr{tf ﬂlv@ fgqlt }h@f%ﬁ)f}q%ﬁl@l sensitivities and
vested interests on the wﬂd@@@ﬂ@r skillEshellegrseare understood, and on
policy responses to them. The Buffalo City municipality need to develop skills

in a broader range of occupational categories. In other words, the fact that
ski ; shortages also occur in intermediate occupations such as craft workers
means that the Buffalo City municipality is faced with the need to raise skills
levels across all occupations. The unity of the city into one entity of all levels
remains a challenge towards the transformation of the city. For the city to
compete with other developed economies at a local government it must first
achieve functionality as a whole.

The current training programming remains in the main what used to be
followed by the East London component. There has been some additional
programme as -ected by Skills Development Act. The city has not fully
integrated itself or worked within the framework provided in the National Skills
Development Strategy.
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Lastly, some of these recommendations can be employed by any researcher
to further validate this study. This help when different roles by stakeholders
have been fully explored for their understanding of this project.

Recommendations for the Buffalo City Municipality

The Buffalo City Municipality is a resource-rich municipality as compared to
other former Transkei municipalities, yet only since the advent of the South
African Demarcation Board in 1999; the Buffalo City municipality had the
opportunity to begin using those resources for the benefit of all its workers. A
strong and a well-equipped training and development unit should be
established so that it can deal with trainina An an ongoing basis, better utilise
its current resources and an in rs today will bring dividends
for the municipality well into the

The training for Buffalo City Mu 2 tailored in such a way that
the municipality is able to fill the ¢ lllJ#ical posts on the basis of skills
and understanding énpesd 4 ﬂspﬁief‘(ty?it\iﬁmramme will help
everybody understand wiferg Butiaim ity tlenicipality is going, define
everyone’s role and further outline the current challenges.

A municipal newsletter should contain a minimum of five percent news which
relate to training and development of employees. Since the municipality has
just emerged from a merger of different municipalities, continuous skills audit
and skills related research should be conducted to ensure that the municipal
workforce is capacitated to meet the municipal challenges.

The Buffalo City municipality need a skills revolution, and like all successful
progressive revolutions, this one must be led by the workers, and must
mobilise all employment sectors of Buffalo City municipality to harness
municipal most precious resource, that is, the workers of Buffalo City

municipality, to advance the objective of a better life for all.
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CONCLUSION

Continuous training programme should be part of worker(s) benefits as
provided in the Labour Relations Act without excluding any section of the
municipal staff. This programme should also include politicians who serve on
a fulltime basis in the municipality administration including those who
represent their constituency to build synergy at all levels of the municipality.

In the long rung the institution will realise that, success is driven by the
development of an institutional own human capital, by means, and across all
fronts including education, training, and the encouragement of enterprises.
Migration of white employees i= threatanina dayelopment, but immigration

does not threaten these activit and important resource for
developing them. Drawing on - arket will not threaten black
South Africans, but will impro and training system that is
currently failing them, manage jects that will improve their

lives, and create businesses that WliiJJ#d opportunities for employment.

This will require stron& mvn‘é&lgﬂsys@f F@ ﬁcﬁl'ﬁif@of interests whose
constituents do not lose Migirey wham e fhesitie requirements for their
social welfare are met. The local interests need local effort.
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DEFINITION AND CLARIFICATION OF TERMS

The study contains some terms, which could assume different interpretations.
It is therefore of paramount importance that the terms are defined according
to the context in which they should be understood through the course of this
study in order to avoid ambiguity.

o Skills Development

According to Skills Development Ant 1002 14 the term “skills

development” has been used tc fic perspective that the state
brings to the project of people ¢ perspective emphasizes the
development of competent per duals or a specified and yet
dynamic social or economic t intended to be seen as

preparing individuals for the isola™limance of a routine task in an

unchanging environm@ihi y@r@}ﬁp@fr}ﬂ@p bﬂaﬂter the development
of the necessary competeﬂﬂzjg@ wbich.c&Exbe fomedly, applied in particular
context for a defined purpose.

e Skills development strategy
Green paper on skills development strategy, p:7, states that, skills
development strategy makes provision for a new system of learning, referred
to as learnerships, for young and unemployed people wishing to join the
labour market.

e Education
Education is a ersonal learning process by which values; attitudes,

information and skills are acquired and integrated (Paisey, 1981. 65).

Education is the art of making available to each generation the organized
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Appendix 1: Research Planning Correspondences

B. Mzaca
P/Bag x 0051
BHISHO
5604

The Municipal Manager/Executive Mayor

Buffalo City Municipality

East London

Dear Madam/Sir.

Re: Request for permission t :h study to your

institution.

| am a student at the University of SUlll#PEtudying for Masters of Public

Administration Progra[rjiﬁi. )@ﬁﬁj@r@i \@bfrﬁ bparpmme requirements,
a series of academic resem aervang vooditakeo. My research topic is:

Skills Development as Strategy to empower workers in the Buffalo City
municipality.

| would humbly request the participation of the politicians, management, and
union organisation executives, who will fill in a questionnaire about the nature
of skills development in Buffalo City municipality.

This exercise should not be judged as a means of incompetence, but as an
academic research intended to address backlogs and to redress

Information from politicians, senior management and union representatives

will be treated with strictest confidentiality and no participant will be prejudiced

as a result of his or her responses to this research.
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