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Exacutive Summary

Thig case study is one of ten case studies being conducted as part of a larger research project on
Diversity and Equity Interventions in South Africa (DEISA), The aim of the research is io develop codes
of good practice around diversity work in South African organisations. The organisation (O) was
approached by INCUDISA to take part in & ¢ase study. .

0 is a small ingredient manufacturing concern based in Cape Town. Al the time of the research they
amployed 232 peaple. At HR comsultant was employed five years ago to implement an EE plan, Part of
the implemantation of this plan involved the establishment of an Employment Equity Committee. The
EEC also took on the mandate of training, making it the Employment Equity and Training Committee,
The HR manager named the EETC as the diversity intervention in this case. As the focus of the
research was on good praciice it was important that the MR manager judge this intervention to he
successful. Although he/she admitted that there were areas of difficulty, the intervention was judged as a
success overall

The aim of this research was to investigate the effects that this intervention had had on the organisation.
The effects were assessed at every node of the organisation. Both tangible factors like policy and
structures and intangible factors like stakeholder experiences and organisational culture were assessed.
The agsessment was made in lerms of two frames of references - legislative imperative i.e. the EE Act
and critical/diversity rmanagement theory,

The point of departure for this assessment was that the mere fact that O were participating in the
ressarch was significant. |t indicated that O are confident in their achievements and that they are open
to opportunities for growth and |learning.

Researchers spent two weeks on site coliecting data. Data included documentation, inlgrview material
and observational material, These materials were then analysed under the following headings:

1. Workforce Profife
2. Policy (including Vision and Mission)
3. Stakeholder gxperiences

4, Organisational culture

only by parsistant and unremitting sducational affors will we ong day see that mulual telptulness sod [erance betwann difenng peaples bave became as
impariant to pur wellare as haviyg claan air. ¢aen walgr, and a heaitny ervimnment.
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1. Waorkforce Profile

0 have made good progress in reaching and in some cases excesding their EE targets. However, the
organisation remains racially and gender stratified with white males dominating top positions.
Furthermore, disciplinary action and terminations are racially skewed. There has been one disabled
appointment in the last five years.

2. Policy

There is no policy driving the proactive engagement of diversity at Q. Furthermore, much supporting
policy (which could stand atone) is also absent. Examples of such policy could be policy around religious
and lifestyle needs or the integration of diversity into performance appraisals etc, The reason for this
lask is that diversity is not conceptualised as a business imperitive that could be laveraged on to gain
competifive advantage and as such s not integrated into core husiness strategy, Even though
"Embracing diversity” forms part of O's Vision and Mission, it is in no way clear, in the palicy, how this
will be dohe andg for what reasons.

In 5o far as diversity is engaged by management it remaing at the level of cornpliance and employment
equity. O are performing well at the EE level, having met most legislative requirements. The major
problems which exist at this level of analysis are 1} that the EETC was nat elected by staff and is thus
seen to be illegitimate and 2) that O has ng clear policy to address how it will drive affirmative action.

At the level of diversity management, however, the mere fact that the EETC was named as a diversity
intervention suggests that O are conflating EE and diversity management and thus not moving heyond
eompliance measures. The EETC and £E in general are tools in the implementation of suecessful
diversity management but they are net diversity managament. Diversity and ite management encompass
a much broader rangs of issues than racial and gender representation. This is a lzadership issue and

requires strategic engagement and clear poliey.

3. Stakeholder experignces

Interviews with stakeholders suggest that aithough the EETC has achisved major success especially in

the areas of recruitment and training, there are serious issues which undermine the functiening of the

EETC. The major problems with regards to functioning are:

. the EETC is dealing with labour issues which should be dealt with by the unions

« the EETC doas not operate in a proactive way according to the analysis it undertook, but rather ina
reactionary ad hoc manner

« the terms of reference of the EETC and its members are not clearly defined

Onily by pesaistont angd unromiting educshonal alars will we ot day see ihat mutnal kelpfulness wnd iolorancs between ditfering paopies have bocome 4¢
important Lo our weltara ga navirg ¢lean air, swan water, ant a healthy envronment.

Afan B. 3lka
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« EE representatives are not elected and therefore many stakehclders feel they do not represent their
interests

. management dominate the EETC forum and as such many stakeholders do not feel their issues are
faken up

« there are problems with communication, these are howaver related to the points above. An impertant
issue is the way ranagement see the EETC as a forum o communicate their issues "down” and not
as a space where staff can communicate their issueas "up".

Some of these problem areas are not particular to the internal functioning of the EETC bt rather a
function of a broader organisational culture.

4. Organisational culture

An analysis of the organisational culture revealed three major themes:

. The people / management divide -Thera is a very real divide which exists between "the people” and
tnanagement, This is reinforced by structural factars such as separate lunch areas and entrances.
This divide i& not neutral. Management clearly hold power and staff are very aware of this. The
problem arises when this power divide inhibits full participation by ali staff, which seems fo be
happening at 0. Management seem to dominate both commurnication networks and democratic
structures fike the EETC. As a result staff teport feeling marginalised and threatened within these
structures. While an element of this is common to all workplaces, there seems to be an overriding
culture of fear which permeates the workforce over ail levels (except senior management). Staff dor’t
use the fora opan 1o them as they fear victimisation or stigrmatisation. This problem has teen a
serious impediment to the functioning of the EETC.

« A learning culture - The advances made in the fraining programmes have been accompanled by
some problematic side effects. Training schedules do often not take lifestyle nesds into account.
Further io this, people going on especially ABET training are stigmatised. Qverarching these issues
is the prasence of problematic racialised interpretations by management of why the training is failing
in some cases,

« Gender, race and culture - Despite greater demographic representation O remains a problematically
gendered and raced work environment. This is especially true for lawer level workers, wha are all
black and coloured and where gender becomes most apparent in problems related to maternity and
the presence of sexual harassment as documented by the staff survey.

In copciusion, O has made good progress in its implernentation of EE. Thig, however, does not (ranslate
into much progress with regards to managing diversity. The problem lies at a strategic leve! and diversity

iy by persistent 8hy unremitting educalionid citorts will we oo day sce that dtLal helpfulies and telzrance balween difering Facples have becama ag
irrxartant to pur wollate a8 having clean 26, Gt water, and = haplthy Covironm ot
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and its value needs to be seen as a positive that can be leveraged on to drive the business forward. The
EETC itself has seen successes in recruitment and teaining but is dogged by internal and broader
arganisational culture issues which undermine functioning. importantly the EETC is a body for EE and
although EE is the foundation on which diversity is built, the EETC cannot be respensible for driving
diversity as well,

il is recommended that O embark on a serious diversity intervention. This requires first of all repairing
the relationship with the unions and establishing a legitimate EEC. It also requires establishing an
independent task force to drive diversity inffiatives in the crganisation. Diversity needs to be
conceptualised beyond EE and beyend race and gender. It needs to be integrated into the core
functioning of the business. Strategy and policy need to be developed in order to do this. We strongly
recommend that all members of staff should undergo diversity training and senior executives coaching,
to assist them in this change process.

Qnly by perststent and urisniting educaticnal #fforta wil we cna day gee thal mulual helpfubiess ang olarance betiean ditanng peopled have hocame as
imporant o our walfare a2 having clean air, clean water, and 3 hoalthy mrviranmant,

Alah B Sitka
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Glossary and List of Symbols

Empioyment equity: The Employment Equity Act is an attempt at achisving equality in the workplace sa that
no person shall be denied employment opporunities or benefits for reasons unrelated to ability and, in the
fulfilment of that goal, to correct the conditions of disadvantage in employment experienced in the past by
designated persons by giving effect to the principle that employment equity means more than treating persons
in the same way but also requires special measures and the accammodation of differences (Tueson Corporate
LGRBT Coalition 20058}

Diversity; A broad definition of diversity ranges from persenality and work style to all of the visible dimensions
of diversity, to secondary influences such as religion, socio-economics and education, to work diversities such
as management and union, functional lavel and classification or proximity/distance to headquarters {ibid.)
Valuing Diversity: Valuing diversity builds upon the critical foundaticn laid by workplace equity initiatives. The
focus of this intervention is on recognizing the unlgueness in everyone, valuing the contribution that each can
make and creating an inclusive work enviranment where awareness of, and respect for those of different
cultures is promoted. It is the quality of the work experience, rather than simply. the paricipation rate of
gdesignated persons (ibid.}

Diversity Management: Managing diversity is different fram valuing diversity because it focuses on the
business case for diversity. Under this scenario, eapitalising on diversity is seen as a strategic approach to
business that contributes to organizational goals such as profits and productivity. It also does not invalve any
legal requirements and is not implemented just to avoid lawsuits. Managing diversity moves beyond valuing
divarsity in that it is a way in which to do husiness and should be alighed with other organizational strategic
plans (ibid.)

DEISA — Diversity and Equity interventions in South Africa Research Project
O « Name of Company

EETC - Employment Equily and Training Committes

EE - Employment Equity

HR - Human Resources

ABET - Adult Basic Education and Training

R&D — Research and Development

Onty by persisient and unremiting educational efforls will we ana day see hat ulual ReipRiiness and toferancs belween diforing pecples have botaine 24 Irrpariant
o o wallare as having ciean air, Slsan walgr, and 3 healihy envirgnmenl.
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1. Introduction

For the last ten years we have seen a growing ‘industry’ in ‘diversity" work, where agencies offering
consultancy on diversity (and related issues) have mushroomed. There are no standarda by which such work
can be categorised or assessed, especially regarding oulcomes aimed at ‘management of difference’ vs.
‘trangformation’. The intention of this research is o theorige diversity and transformation from a South African
position as well as to deepen the discussion around marginalisation, gender, culfure and power in Seuth
African organisations. (DEISA SANPAD Proposal 2003)

This case study is the first of ten being conducted as part of a larger research project on Diversity and Equity
Intervention in Scuth Africa (DEISA). Please see Appendix 1 for a Surmmary of the DEISA Project, The aim of
the research is to look in-depth at examples of successful diversity interventions and in so deing establish
codes of good practice. The intervention in this case was the Employment Equity and Tralning Committee.

2. Methodology and Analysis

The aim of the case studies is to “measure the organisational experience and adjustment after the
intervention” and caollect and analyse "desk-top evidence of structural transformation as well as staff
perceptions and experiences of change” (SANPAD Proposal 2003: 6). The case studies are made up of both
quantitative and qualitative methodologies, However, the major focus is on the in-depth qualitative
examination of the organisation, most specifically through the use of personal interviews and focus groups.
Using this triangulated data collection technique, the atm is to aim to gain thick' data for each case study.

Data was callected over two weeks in February 2008, As thiz was the pilot case study, it served not only as
data tollection but alse as a refining of the data collection deslgn. The original dasign for the pilot case study

refied on 5 main data collection sourges;

2.1. Questionnaire

This was originally the primary method of data collection, The questionnaire consisted of sixty-seven items.
The first twenty-gight questions enquired after the general transformation process in Q. The second thity-ning
questions asked respondents to identify a particular activity they found significant in this broader
transformation process ang comment on it. This dual focus was an adapted version of the original research
focus which was on one activity or intervention. This dual focus was introduced as a result of a eonversation
with the HR Manager (14/02/05), It was this dual focus which made the questionnaire much longer than it

should have been.

Only by parsistent and unremiltng edioananal stfars will we ene day tee (et mulual belpfnass and lalerarca between differiny pednies have become g impenant
1o our wellsee 45 having cfzan air, chean water. and b IwAalhy ervirenment.
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be used as a platform to conduct in-depth interviews and respondents had the
option to volunteer for participation. The questionnaire was sent to the HR Manager who emailed it to alt
administrative staff, management and supervisors who were instructed to pass it on to their staff. This was

e i g e

The guestionnaire was o

done on the Thursday of the week befare we went on site.

Coliection boxes were put at security and reception. People also had the option 1o hand the completed
questionnaires directly to the researchers, The researchars spent the first week on site further distributing
paper copies of the questionnaire and making themselves available for assistance, especially during tea and
lunch time, where they spent time in the canteen. It was hoped that being available for consultation would
serve as a mechanism for assisting thase employees experiencing difficullies with language and literacy
issues. Within the first week, however, only eight quastionnaires had been returned. It is for this reason that
the questionnaire was not used a data source but replaced by additional interviews and focus group data.

We have reflectad on some of the reasons for this poor response rate. There were methodalogical and
lagistical reasons:

+ The questionnaire was toa long.

+ The questionnaire was in English and written. It is understandable that people whe were ot literate and not
comfortable with English would not compiete the quéstionnaire.

. Digtribution was a problem. The questionnaire was e-rmailed to sveryone with aceess o company email.
This would include management, administrative staff and supervisors but exciudes tha many people who
work on the factory floor. Many of the floorworkers had never seen the questionnaire even though thair
supervisors were instructed by the HR Manager 1o distribute them, The guestionnaire was also posted on
the company electronic network but confounding issues of computer literacy served as barriers to access
via this medium for some.

The above reasons suggest a problem with communication. This and other reasons serve to highlight the
status of diversity at O. These will be explored in the findings.

2.2, Ethnographic sbaervation

Throughouit their time on site researchers made observations arpund anything they felt relevant to the
organisational culture and the way in which diversity is heing worked with.

2.3, Interviews and focus groups

Because it was not possible to follow the initial route via the guestionnaires, intetviews and fotus groups were
became the main source of data. They were selected purposefully, We tried (¢ get as Broad a picture as
possible over various demographics and lgvels of seniority. The interviews for different levels were differentty

Oty by parsisten] and ynremitling educitional efforts will we one day e at mutum hetpluiness aod Wlarance filftoitng peoplna have L4COMA A3 impantant
tor cur wallars A5 having clean air, clean water, snd 8 heathy environment.
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focused, but all imerrogated the Employment Equny and Teatning Comm|ﬂee See Appendix 2 for interview
guestions.

The decision to conduct focus groups or interviews was largely pragmatic. We only did focus groups with the
floor workers. The reason for doing focus groups with the floor warkers is because there a lot of them,
therefore it was possible to take more than one person out of their work at one time. This was not possible for
admin staff, as the admin departrents are small and a focus group would result in a whole deparimant being
brought to a standstill, Thus individual interviews were conducted for admin, middie management and senior
management. The racial and gender representation of the interviews reflects the racial and gender make up of
the variols areas.

The majority of Interviews were condusted in English. Some focus groups were conducted in Afrikaans,
although translation was available for clarification, We appreciate how flawed this is when there were a
minimiur of four language graups represented on the staff, The decision to use primatity English was largaly
dictated by budgetary constraints.

2.4, Documents

Thase were downloaded fror the shared folders on the company Intranet, These folders are electronicatly
available to everyone in the organisation. These folders also contain posters that are put up on notice boards
throughout the factory and 2dmin areas. These are marked as such, including details of which netice boards
they appeared on.

2.5, Basic stats and demographics

Basic descriptive statistics were collected from Annuat Employment Equity Reports and the Staff List

2.6, DEISA data collaction modet

The above data collection process was refined in a subsequent Steering Committee meeting (30/03/05 -
01/04/05). The biggest change made to the methodology was that the questionnaire was deemed unviable
and dropped. A data collection model for further case studies was developed. Please see Appendix 3 for a
graphic depiction of this research process.

2.7. Data sources

The above data collection yiglded the following main sources of data used in this report:

Cinly by prerslatent and Latamitting aducational efforts will we one day see ihal mutual helptulnese and tolerancs between difenng poopies huve beeome an impartant
{ cur weliare as baving clean air, clean water, and a heaithy environment.
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« company policy decuments

« company promotional materials

+ minutes of management and EETC meetings
- company EE reporis

+ 27 in-depth interviews with staff of alt tavels:

. 12 out of 15 EETC members including; 2 members of senior management, 1 member of middle,
management, 2 shop stewards (floor slaff), 5 administrative and techrical staff, 2 floor workers

. 4individual interviews with floor staff (who did not want to participate in focus groups)
. 5admin/sales and marketing/lab staff
+ 2 members of middle management
« 4 members of senior management (not in the EETC)
. 4 focus groups (with between 6 and 8 people in each group) with fioorwarkers

+ cbeervations of organisation and staff

2.8. Analysis

The data was analysed under different focus areas, Each section drew off all the data sources and explored
issues relevant to equity and diversity in that focus arga. This was done through referring to critical theory
(Essed 2002, Foucualt 1977, Johnson 1997, Wildman and Davis 2000 etc.) and critical management/
organisational theory (Deetz 1992, Gardenswarlz and Rowe 1997, Grimes 2001 2002, Hayes and Russell
1897, Hicks-Clarke & lles 2000, Kersten 2000, Lorbiecki and Jack 2000 , Mills 2002, Nkorma & Stewart 2005,
O'Hara-Devereaux 1994 ete, Roosevelt Thomas 1990 etc.). The following sets out the focus areas and the
basic guestions that were asked in the analysis on the data under these headings:

2.8.1. Waorkforce profile

What demographic changes have occurred in the make up of the organisation? What do the available
statistical dala reveal about patterns of employee movement and what, if any, are the connections betwean
this movement, equity and diversity?

2.8.2. Legislative framework analysis, evaluation & interpretation

To what extent does O meet it's legislative requirements around EE and it's Employment Equity Forum? How
if at all does a policy and a structure for EE work towards the valuing and managing of diversity?

283, Vision, miesion, policy and diversity
In what ways are equity and diversity addressed in O's policies? To what extent ig diversity valued and

managed in O's policies?

Oy by prisislenl ang unremilting rdicational ufforts wil wi one day 6@ that mutoal Ielptuiness and tolerance botesen dilfenng pampies Nave become ax important
to cur wilfAta as having CHAR miF, clean walar, and a heallty anvironment.
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The EETC was evalusted using various data sources, Most notably, it was evaluated in relation to stakeholder
perceptions. The relationship between the EETC and other struciwes was explored.

2.8.6, Organisational culture

The organigational cuture of O was interrogated. The question was asked: how, if at all, has the EETC
contributed to a more inclusive organisationat culture and enabling environment for diversity?

2.8.6. Qualitative analysis
The qualitative data (including interview and focus group materials, minutes. promaetional and policy materials)
was analysed using Interpretive Groundad Theory (Lincoln and Guba 1885, Miles and Huberman 1894,
Strauss and Corbin 1990 1994, Babbie & Mouton 2001). Emergent categories were arrived at inductively and
prevalance, trends and pattems were described.

In some cases, these were interpreted using critical discourse theories. There was particular focus on the way
in which speech can be "deployed” to render particular “interpersonal functions” as well as to have “ideological
effects’ (Patler and Wetharell 1888:169). Billig (1988:200) refers to ideclogy as “a pattern of ideas, values and
interpretations” which is characterised by "different styles and traditions of explaining social events” (201).
According to Billig (ibid.), it is possible to study ideclogy by attempting to situate discourse within its wider
ideotogical context” and that “an individual's thinking should therefore be interpreted in terms of broader social
and historical patterns”, Inherent in the conceplualisation of ideclogy are implications for power, What
engagement of ideology in this way does is examine the way in which pawer relations, as manifest in these
broader social and historical processes, are gither perpetuated or challenged, in the telling of these stories.
This analysis recognises that organisations are nat "nrivate” spaces but rather sites for the intersection of
larger social phenomena (Deetz 1992: Kersten 2000), The discursive analysis seeks to axplorg some of the
ways in which broader ideolegy is being challenged and/or perpetuated through the “storles” that are told in

this organisation.

3. QO Company Profile

O produces ingredients for the food industry. These produets include chocolate products, syrups, non-diary
whips and toppings. O focuses not anty on manufacture but also on new prnduét develapment. it prides itself
on its R&D and its ability to “introduce tailor made solutions in phenomenally quick turnaround time” (O
Promational Literature 2005)".

! Mame has been changed o protect the atonymity of the prganisation.

Only by persiatent and unremitling cducational ations will we onn day see that mulual helpluiness and telarance betwaan diffenng pecples have becoma as imponant
|G gur welfasme @ baving cleal sir, cloan walar, &nd 2 haallhy gnvironmenl.
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0 is a family owned business. Accmdmg to the D Newstetter (November 2004 Issue 4] thlS has aﬂowed tha

company to devalap a flat organisational structure with minimum bureaucracy. which allows it to respond
rapidly fo customer requirements. This keeps it competitively positioned in its fiald.

O was established forty years ago. O has exparienced rapid growth over the last ten years. In 1994 i
amployed twenty-two people (Company News Latter November 2004 1ssue 4}, at the time of the case sfudy
that number was 232 (O Staff List 2004).

O is located north of Cape Town. This site includes the administration offices, research and development as
well as manufacturing and packagihg. As all these functions are present on one site, the full spectrum of the
organisation's hierarchy is represented. According to the O Employment Equity Report for 2000 (4} the staff
profile is "representative of the econornically active Western ape population, both in race and gender”, The
company also has sales offices in Johannesburg and Durban.

4. History of the HR function, EE and the EETC

The currert HR Manager was employed in 2000 as an HR Consultant, Her main directive was 1o develop and
implement an Employment Equity and Skills Development Plan {H& Manager 14/02/05),

A consultative process was followed in the implementation of the EE ptan. There were presentations to staff of
all levels about the content of the EE act and the importance of employees’ involvement. A management
Statement of Intent was signed and displayed on notice boards (EE Report 2000).

Representatives were then elected anto the Employment Equity Commiites (EEC). Although elacted, the
members were also supposed to be representativa of all company levels and categories as well as designated
and non-designated® groups. There was also union representation. it was dectded that the EEC serve as the
Training committee (EETC). At the time of establishment, presentations were done to the commitiee on the
requirements of the Skills Development Act and a sensitisation workshop on gender and race stereotypes. I
was originally conceived that the Committee meet weekly in company time. {ibid.)

Variaus analyses were conducted on commencement of the EE plan:

{a) Raview of policies, practices and working conditions: The EETC reviewed all company practices and
procedures. Action points to remedy this were included in the Equity Plan. The researchers did not have
access to this review. It seems, however, that generally, the practices and procedures were not documented,

% as per BE Act 1958 Section

Only by parsisten] and ynramitting edusational atians wil wa one day sec thal frulual helpfuinuse 404 tolRrance betwirea diffating peoples hava beceme o3 ipotant
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{b) Waorkforce profile: Farms ware gwen to all employees in order 1o allow selfwdeclaralnon $tatustncal data

was obtained and comparisons made with comparable local companias within the industry.

{¢) Workforce audit: The cotnmittee developed a questionnaire. All employees were asked fo pariicipate.
The questionnaires were translated into Afrikaans and Xhosa. For the amployees who had prablems of
literacy or understanding, committee members could assist. The results of the questionnaire were analysed
and discussed by ail the EETC Members. The resulis formed the basis for remedial action to he included in
the Equity Plan (EE Report 2000: 17). It was not clear fo the reseatch team how the survey was designed and
disseminated, the level of anonymity guaranteed and other such issues which may skew the findings.
Nevertheless, the survey did highlight some important issues including the existence of sexual harassment,
preferential treatment and racial and gender diserimination.

According to the EE Report (2000:17) “the company's strategic objectives were taken into account in the
development of the Workplace Skills Plan and were to be the: basis for the full Employment Equity Plan”. The
broad ohjective of the plan was to "balance the racial and gender mix across the levels”, Thiz was in spite of a
clause which stated that "the nature of the work organisation, with significant manual work and the lifting of
haavy iterns, tends to limit the employment of ferales” (ibid.) and “The natuse of the manufacturing operation,
limits the employment of the physically disabled and certain other disabilities are limited by safety
considerations” (ibid.).

Monitoring and evaluation of the EE ptan was undertaken through the EETC Meetings. It was noted that much
consuitation was required for the development of the EE Plan and that they would meet once a month to
further develop it Once this plan was developed il was planned that the EETC would meet quarterly to
maonitor the progress and prapare a report for the directors, The management team would then monitor the
progress against the EE Plan on a monthly basis. (EE Report 2000)

The EETC is the "diversity intervention” under examination in this repont. This report examines the extent 10
which the BETC is achieving its EE directives as defined by tabour legislation and the extent to which it is an

etfective body for facilitating the valuing and managing of diversity.

5. Achievements Ta Date

It is important to nete in the discussion around the findings, that the mere fact that O is panticipating in this
research is significant, It indicates confidence in their achievements and openness to opportunities for growth
and learning. In light of the difficulty the research leam has had in accessing other organisations and the
general silence around issues of EE, this willingness to pariicipate and leamn suggests that O are sincare in
their efforts around EE. This sentiment is alsa cleatly stated in cotversations with the Directors and the HR

Manager.

Onty by parsistent and unremitting efucations! cfforls will wa ona tay see thal mutyal helpfuiness and wlarance hetwoon ditfering proples have becume a8 impertant
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Furthermore, O have embarked on many Initiatives to grow their people, In 2004 they .applied”fbr Irvestors in
People' accreditation. Thay did nol receive i but at the time of the case study were putting measures in plate

to reapply.

They have also achieved 1SQ 9001 compliance. 150 9001 is "an internationally recognised standard for
Quality Systems Management" (Q 150 booklet 2004: 3). Although this is not a people management standard it
does include aspects of HR which contribute to the quality assurance role it plays. We did not do an in depth
analysis of 1S0. The paint to be made, however, is that it is evident that O are serious about growing their
business and recognise the role of the people that they employ in that process.

#t is from this point that we engags the analysis,

6. Workforce Profile 2000 - 2004 {Source: EE Reports 2000 - 2004)
6.1. Raca, gender and disability

At the tirme of the analysis O employed 232 people (O Staff List 2004). Due to the nature of the business most
of these people were either un- or semi-skilled. See Appendices 4.1 to 4.4 for a breakdown of staff accarding
10 level.

From 2000 to 2004 there was a 3% increase in the number of female staff and 3% reduction in the number of
male staff. Overall there was a 7% increase in the staff body. Of this 7%, 6% has been femala. Furthermore,

if we refer to the EE targets o be met by 2005, O had exceeded their gender requirements. See Appendices

451t04.8,

Thers was relatively little movement in terms of the overall racial representivity of the organisation. The
demographics of the organisation in some ways reflect that of the Western Cape, explaining the dominance of
Coloureds and absence of Indians. There was, however, been a 5% increase in African employees. This is the
most significant movement in staff aver the last five years. There was also a 3% drop in White employees. O
had just about met their EE Tasgets in terms of race. See Appendises 4.9104.12.

There was ane appointment of a disabled person, into administrative level.
6.2. Dccupationa! tevels by race and gender

The above descriptives have explored the overall make up and mavermenl of the warkforca, It is impartant,
however, 10 examine how these demographics reflect across different lavels of the arganization. This is

Ciniy by parsialant and uaremitng educationat etlats Wit we anee duy #7% that mulual helpfulnese 2nd felntanca befunan diffeting peaples nave bacome a5 ingoriant
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important in terms of the equitable representation of all people across the organisation, a key towards drEating
a more enabling environment for a diverse workforee.

When looking at the occupational level across gender and race in 2000, more than 50% of African men
employed by O were unskilled workers with very little decision making powers and none fell in the top three
levels of seniofity. This was also true far African women althaugh they were helter represented at technical
levels. Coloured men artd women ware also mostly represented in the lower levels of the hierarchy, but had
broader representation across the organisation than African people. Coloured women were not represented in
any senior management positions while Coloured men were and there was a greater proportion of Coloured
women in Jower level jobs. The most significant point to be made was that almost 50% of While males fedl in
the top three levels and none weare represented in the lowest level. White women were also better represented
within the top three lavels, 40% of White women occupying these positions. There were, however, fewer
women at senior management lavel than men, and nane at top management, In general, it seems that race
and gender were factors influencing the distribution of staff over different job levels in 2000. Sea Appendix
4.13.

As similar gverall pattern occurred in 2004. There was a smiall shift in this distribution but none that contributed
to a more racially ar gender equitable distribution of power. In fact White males’ stakes in sanior management
increased. In 2004 they held about 45%, as opposed to 25% in 2000, of senior management positions, whilst
the one Colourad male that was represented in 2000, was ne longer in this position, There was one more
White woman in senior management and two more Affican and Coloured women at technical levels.
Successes in increasing representation overall were undermined by the fact that women, African people and
peaple with disabilities were still under-representad in positions of authority. Furthermore, the increase of
White males in these positions did not contribute to a more equitable organisation. See Appandix4.13.

6.3. Workforce movement

6.3.4. Recruitment
Recruitment figures will obviously reflect the distribution of the race and gender calegories as explored above.
As such the recruitment Into different job seemed to exhibit raciatised and gendered trends, which refiect
those discussed in the description of the warkforce,

Significantly the only recruitment into senlor management was White, with men at six recruitments, dominating
women at two. Also significant was that all the African men recruited were into the two lowest levels of the
organisation, with 90% being in the lowest category. What is encouraging was the recruitment of Coloured
and African wornen into professional positions, However, most of the sppointments of African (65%) and
Coloured (65%) wormen still fell in the two bottom occupational eategories. This stands aopposed to White
appaintments which mostly fedl with in the top four categories (White men at 70% and White women at 75%).

Iy by persistent and unramifing sducalional ohorls will we sne day sew that mullal helpfulness and Inleranca tetwegh differing pacpias have besoms s imporian
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Overall there did seem to have been an effort to recruit skilled Coloured and Afdcan people into senior

positions. However, there was a definite trend for White people to be recruited into mare senior positions and
Coloured and African people still failed 1o feature at Senior Management level. See Appendix 4.14.

6.3.2. Promotions

The pro'motinns figures echoed the dominance of White paople in senior management, White men and women
were the only demographic 1o feature at this level, Ses Appendix 4.15.

6.3.3. Terminations
Thera were 160 terminations at between 2000 and 2004 with a fair amount of fluctuation in the number per
year. in 2003 there was a sharp rise in terminations (82 in total), due to a big number of contracts not being
renewed. Other than the peak in 2003, the number of terminations did not tise or decrease significantly, See
Appendices 4.16.

When we examine the terminations in terms of race and gender the pleture becomes more complex, There
was a trend across all four ysars, in thal Coloured males dominated the terminations. All other demographics
were fairly evenly represented. This trend is confirmed when we look at termination categories by rage and
gender across the years. Coloured men were in the majority in the resignation category (29 out of 51). They
also daminated the *Disrmissal through misconduct” terminations, See Appendix 4.17.

6.3.4. Disciplinary action

Disciplinary action increased over the four years which suggests a higher level of disruption and, perhaps
even, unhappiness amongst the staff. There seems to be a racial trend in the number of disciplinary cases.
Coloured males dominated, followed by Coloured females and African males. See Appendix 4.18.

5.4, Workforce profile conclusions

There was movement towards mare equitable demographic representation at O between 2000 and 2004 -
Qverall there were mare women, black peaple and people with disabilities represented throughout the
grganisation and C was meeting, or almost meeting, all its EE targets. However, the distribution of power
seemed to have remained the same, with White males still dominating in senior positions, Furthermere,
disciplinary actions and terminations remained racially skewed.

T. O Policy

Policy at © was examined with two lenses, As this "diversity intervention” is legislative imperative, we
exarmined the organisational policy in relation to legistative benchmarks i.e. the Employment Equity Act. This
is the first lens, The second lens is that of the critical / diversity management literature.,

Only by persistent ano unramiiting educationsl offorts will we one gay 5og thl mutual halphitness and ol nss batween diffeing peoglag have beeorme gs impetant
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7.1. Vision and misgion

's company vision is:
To be the preferred supplier of innovative, specialised-ingredient solutions to major local and global
food and beverage manufacturers,

The Mission reflects how the vision will be achiaved:
Professional expertise - wa're distinguished by more than 4 decades of hard-eared experience in
the competitive, dynamic landscape of the food and beverage industry,
An entrepreneurial approach - we're well known for buiiding and maintaining co-operative, hands-on
and highly flexible business relationships with our customers, large and small.
pPioneering R&D solutions - we're recognised for being able to provide prompt. practical, often
ground breaking R&D solutions to malch any customer or product challenge,

World—class standards - we're acknowledged for our abifity to answer stringent customar
specifications and exacting international standards of food-safety, quality control and enviranmental
awareness,

Integrity - we're respecied for our fasting alliances with these who, like ourselves, pride themselves

Sharing - we're personally committed to advancing the skills and capabilities of all employees, inviting
and rewarding individual contribution and embracing diversity.

The mission does reflect an engagerment with diversity int the sub section on sharing. It s, however, unclear
how "embracing diversity” translates back to “sharing” and to the vision of being a preferred supplier, In fact it
seems as if diversity is an add-on, the last in a long list of priorities.

Vision and mission are operationalised through poficy. The vision and migsion of an organisation represents
its overarching frame of refersnce and will therefore be the driving philosophy in poticy formation, If they do
not reflect the “value” of diversity for the business, the palicy {and by extension practice) will not de so either
{Roosevelt Thomas 1990) Given the fimid engagement with diversity in the vision i is not surprising that O do
not have a policy document around diversity.

At a minimurm, organisations need 2 coherent policy around diversity in order to engage with it in a productive
way (Hayes & Russell 1997). Furthermaore, literature suggests that in erder for this productive engagemant 1o
happen optimally it must be integrated into eore business functioning and feature at every noda of palicy and
sirategy formulation (Hayes & Russell 1997, Gardenswanz & Rowe 1897, Smith 1899, Thomas 2004}, Unless
performance around diversity is integrated into business performance, the "value” of a diverse workforce will
be lost. This imtegration is achieved through a clear articulation of the role of diversity in the vision and
mission and through tha formulation of policy to strategise leverage around it.

finfy by peesistent and untemiting educational effrts wih we one gay sae fhal wetual helpuiness and lolerancs Letwaen difienng peopies have bocoma A3 Important
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This integrated approach is largely underpinned by the idea that diversity is good for business; that firstly, a
diverse workforee is more aligned with, and therefore more responsive to, changing market dermographics,
and that secondly, a work gnvironment that is inclusive results in happier and mare productive staff (Ferdman
& Brody 1996). This approach to diversity is commanly called the “business ease” for diversity and ig the most
commonly cited “reason” for why diversity should be considered within organigations. The value of such an
approach is that it rearticulates the "problem” of diversity into an opportunity (ibid.). O has no policy araund
diversity and doas net integrate the idea into its core business. In the absence of such a policy and strategy
the management team do not understand the “value” of a diverse workforce and giversity comes to be seen as
the aforementioned “problem”, This was confirmed in interviews with senior management where the "value” of
diversity in achieving business objectives was very unclear. In many cases the discussion only focussed an

compliance.

The "businese case has, however, been crificised for obscuring power refations and as result, rather than
working towards transformation, protecting the interests of dominant groups (Kersten 2000, Lorbiecki & Jack
2000). By directing all the atfention towards “celebrating diversity” for the purposes of profit making it removes
organisations from their social and political contexts, and as a result the socio-political struggle, that diversity
work should be engaging (ibid.) Although the "business case" approach is problematic in that # dapoliticises
the issues that diversity raises, it can almost be seen as an evolutionary step towards critical and political
engagement, in that if an organisation can see the walue" of a diverse warkforee, it is more iikely that i will
develop a sense of socio-political awareness or responsibility. n this avolition O are furiher down the ladder
than even the “business case”.

7.2, Policy suppaorting diversity

Further to an actual policy around diversity, it has been suggested by various theorists that an organisation
which is successfully managing diversity will reflect certain elements and make provision far certain initiatives
and structures in their policies. According te The Society for Human Resource Management {2005} these
include;

+  inclusion of diversity abjectives within perfarmance agreements and appralsals with rewards and
recognition for those who 'walk the talic and integrate diversity into their business strajegies

. esfablishment of employee networking groups

« policies and systems in place to address HIV/IAIDS and peaple with disabilities
« commitment to diversity training

+ diversity task group

« clear Sexual Harassment Policy and education about the issues

«  Mmeasutament progess

+  policy around needs, values and lifestyle

Only by perelatent and wniamilting suucatonzl effarts will we ane day 805 frat matus! hetplyincss and W0lBrnce betwean diffaing peaples feve bacome as inpdita
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» poligy around cultural and religious conmderahons

None of the above initiatives are made provision for within the policy of O. However, they are making
progress with regards to other criteria that an organisation working towards suceessful engagement with
diversity might exhibit (ibid.):

» adaption of money-based strategies such as {uition reimbursement and college scholar-ships

« visible signs, symbols, stataments of the company’s support far diversity

« {ull support from CEC and exca

7.3. Legislative Requirements - The Employment Equity Act

Ag the intervention under examination is an imperative of the Employmant Equity Act, this legislation was
idertified as a key benchmark for evaluation of O's policies and praclices. The EE evaluation ftself is limited by
the fact that there is no standard definition on what constitutes substantive compliance as compared to
procedural compliance’. The latter seems to be the one relied upon the mast by the Commission for
Employment Equily to draw inferences on the state of compliance with the Employment Equity Act. Howevar,
the absence of clearly definad substantive measuras affects the reliability of Employmant Equity Reports that
are submitted to the Director Genaral as prescribed in section 21 of the Act. This absence limited the

comprehensiveness of this analysis.

7.31. Procedural and substantive compliance: Chapter H of the Employment Equity Act
Section 5 compels every employer “fo take sleps to promote squal oppartunity in the workplace by eliminaling
unfair discrimination in any employment policy or practice”. Section & of the Act further provides clarity on
grounds that constitule unfair discrimination.

Evaiuation of policies at O reveals a fack of explicit policy on prohibition of unfair discrimination. if any there
seems to be ad-hoc considerations of the company's responsibility to prohibit unfair discrimination e.g. the
company's intent is highlighted briefty in the grievance procedure which makes refergnce to sexual
harassment grievance falling under the normal grievance procedure (O Grievance Procedure 2002). Another
axample is a company notice that informs employees of consequences for harassment and intinddation of
ABET learners (O General Notice - Harassment and Intimidation 15/12/04). Howevar, the effactiveness of
these two exarnples is highlighted in the results of a staff survey, which reveals that 29 out of 52 respondents
felt that if they raised their dissatisfaction on gomething, it will be held against tham (O Staff Survey 2000).
This is further corroborated by the results.

1ssues such as unfair discrimination with regards to disciplinary action that is perceived to be skewed along
racial lines are some of the indicators tiat demonstrate potential violations of Section & of the Act (Minutes

EETC Meating 09/07/2004).
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1.3.2. Procedural and substantive compliance: Chapter Il of the Employment Equity Act

Company O is defined as a designated employer in terms of Chapler | of the Employment Equity Act,
Designated employers are required to implement affirmative action measures in line with the requirements of
Chapter lli of the Act.

Section 15 of the Act defines affirmative action as measures designead to ensure that suitably qualified peaple
from desighated groups (women, black peaple and people wilh disabilities) "are equitabily represented in all
occupational categories and levels in the workforce of a designated employer”,

Section 16 of the Act requires designated crployers to consult with employees, Company © was able to
provide some detail of consultations that took place with ils EETG in the shape of agendas and minutes of
EETG Meetings from 2000 to 2004, 1t was, however, ot clear how the nomination of representatives in the
Committes took place. This has contributed to poor information dissemination of the Committee's activities to
employess on the shop floor, many of whom were unable to deseribe the purposs of the Committee.
Perceptions on the effectiveness of the Committee are highlighted in the next chapter.

The EE Reports show that the company conducted an analysis of barriers as presciibed in Section 19 of the
Act. The analysis of the report for 2004 reveals that little to no progress was chieved in removing the barriers
that were identified in the repart of 2060 (Employment Equity Annual Reports 2000 - 2004).

Company O conducted an analysis in line with the requirerments of Section 19 of the Act to identify barriers
that adversely affact people from designated groups. The analytical instrument was mainly in the form of a
questionnaire that was sent to members of staff. The survey had its own limitations €.9. the questionnaire was
in English whereas a number of people in the company were nol conversant with the language (Q Staff
Survey Results 2000)

Company O developed an EE plan as prescribed in Section 20 of the Act, It covered a duration of 5 yaars,
2000 to 2004. A major component of the O EE plan was Skills Development (O EE Report 2000). Most of the
rost significant achievements that the company made in implementing this plan supported the Skills
Development objectives and included things like Aduit Basic Education and Training (ABET) and learnerships.

One of the limitations of the equity plan was in addressing the recruitment of people with disabilities.

The company appointed a senior manager 1o take responsibility of driving EE. Interviews with the manager
revealed that she was provided with the necessary authorlty and means to fulfil her functions. This is in line
with the requirements of section 24 of the Act.

Oniy by peraislant and wmremiting 2aUcational gifars wi we one day ser that mutual helfuindas Rd talerance tetwaah gifaring pooples have becatng A% impartan
0 G wisliare a8 having clgan @i, gledn waler, and a heghthy snvimoomant,




»C)MF'-'\T\'\’ L RLF‘U}'I’ ..H' \.A } E-\") H’ E f 2,\-;

W S e N

Section 25 of the Act places A duty on amployers to infarm theu amployees Infarmahon regardmg EE repr.:rts

T T R e g e R ey s e it

fhinutes of the Commiltee meeting and other relevant information is published of the company's network. All
employees have an apportunity to access this information in the company’s ABET calé. However, people who
don't know how to use thege computers don't have other alternative sources to access this information,

The researchers were not able to conduct an analysis of the company's income differential statement that is
required in terms of section 27 of the Acl. Mo information was provided to the researchers on incame
diffarentials.

Though the company has EE plan in place, there is no formal policy around affirmative action. The targets that
were set are not supported by explicit measuras on how the company will achieve them. There is also no
single cade of good practice that the company refers to far assistance in its employment aquity inftiatives,
What this suggests is thal the EE foundation on which the valuing of diversity is first valued and then managed
is ungtable, at a policy level

7.4. Beyond legislation - Proactive engagement of diversity

Beyond the legislative framewark of EE, there are no benchmarks or codes of good practice relating to
diversity management in South Africa. There is, however, a vast body of literature on what "good” diversity
managemant might entail. As discussad earfier, one of the most significant points made by many theorigts is
that in order for diversity to be successfully valued and managed, it must be leveraged through strategic
engagement, through Vision and Mission, and # must be operationalised, through palicy. Although O are
meeting most of their requirements with regards (o their EE, it is significant that they do not have such policy
which mesns there is no engagemant of diversity beyond the Bvet of compliance.

The EETC is a body which is legally required as one of the mechanisms for the implementation of EE. Itis
important lo note at this stage that it is potentially problematic that the EETC was identified as the diversity
intervention. The EETC is 2 legal body required for compliance, When we consider the definitions of EE and
valuing and rmanaging diversity which were presented in the beginning of the repont (Tuesan Corporate LGBT
Coalition 2005), we are reminded of the different depths of intervention that EE and diversity require. EE
creztes the foundation for the valuing and managing of diversity which goes beyond compliance and engages
positively and proactively with a diverse workforce, Naming the EETC as an intervention at the level of
diversity, conflates diversity with EE. This is not uncommon in the South African context wherg proactive
engagement with diversity, rather than diversity as an issue of compliance, is largely undardeveloped.

8. The Employment Equity and Training Committee

This seqtion loaks at the functioning of the EETC bath as a body for implementing EE as well as creating an
enabling environment for diversity. The analysis therefore goes further in the interrogation of the role of the

Only by persistent and unremiting cdecalinnal oftor's wilk we one day sce that mutual helplulness and loierance between difering peopies have become as impartant
o our wellara e having ciean alr, claan water, and a haailhy anvironmerl,




TR Ot T

EETC as defined in legislation where it largely has an EE function. The analysis examinegs how, through its €€
function the EETC is contributing fo the valuing and managing of diversity, if at all.

B8.1. Legislative imparative

As we hava a legislative benchmark for the functioning of this body we must first evaluate its porformance in
retation to this. In terms of its legislalive function the EETC must be nominated by staff and be representative
of people across all levels of the organisation and both designated and non designated groups. s mandate is
to conduct an analysis of barers, develop an EE plan, prepare EE reports and consult with staff on the afore
mentioned activities,

The EETC at O successfully met most of its legislative requirements {See Section 7.3 - Leqislative
requirements). In was, however, not nominated by staff which had a number of implications for its credibitity.
Furthermore, it did not display a robust and active consultation process, which contributed to poor information
dissemination of committee activities and poor engagement with employee concerns. Thase issues will be
examined In mare depth in the section which explores stakeholder experiences,

8.2. EETC minutes 2000 - 2004

This section presents an overview of the contents of the O EETC Minutes from 2000 to 2004. The chart below
illustrates the most prevalent issues dealt with in the last five years, The numbers reprasant the number of
minutes which deal with the particular issue,

lasues Daalt with by EETC

I vucuncies {0 Girpdting and job speus

M Recruitment and salction poiey & Sextal ham samam sralivy
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) 1roining and skilhs duvalupment

) Employment Equity fepars

BB EE stoft survhylyuostonnam

(T Categodizing wlalf

(il Afagatmng of rcmm

[T Communkcation argund
Empiaymant Equity

I Cquity at managemars aivd senior
faryamen i=vel

I Disahility

11

Nustraticn 1 - lasues Dealt with Lhe EETC 2000 - 2004 {Sours:: © EETC Meating Minutes 2000.2004)
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8.2.1. Recruitment and zelaction policy and prncedures.
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The area which received the most attention was recruitment and selection policy and procedura. Discussions
around this fopic took place in 33% of all meetings. The minutes indicate that O has battled with finalising, not
only the policy, but appropriate proceduras for recruitmeant

8.2.2. Vacancies

The EETC has seen its role as one of overseeing recruitment in the company, Particular vacancies and how
to proceed with filling them has been under discussion at 30% of all meetings.

8.2.3. Training and =killz development
Although it is the third largest area of discussion, training and skills development received ad hoc and
inconsistent altention. The minutes reveal that, the Committee, while attempting to address skills
development az one of its priorities, did so without an overalf strategy, goals and plan of action. There is also
no account of training throughput in the minutes or any other decuments provided 1o the research team. While
the EETC prides itself on the fact that *the equity committee covers both emplayment equity and skills
development as an integrated process, which is quite unigue from other companies.” (Q EETC Meeting
Minutes 30/05/04), the minutes indicale that the attention given to training and skills development, has not
been strategic and integrated at all. See Appendix 5 for mare detailed account of the EETC's engagement
with this issue.

8.2.4. Employment equity reports

The company Employment Equity Reports or aspects thereof are briefly discussed in several meetings, See
Appendix 5 for a summary of the EETC's engagement with the E£E reporis.

It is noted that the EETC, while raising many EE issues, fails to develop an integrated responsa or plan of
action in refation to any of the annual Equity Reports. Although the numaerical data is updated each year the
Qualitative Information — Seclion F, reveals that little {0 no change has occurred in sub-sections® (O
Employment Equity Reports 2000 — 2004). What this indicates is that despite satisfactory quantitative
maovement in, there has been little movement of a qualitative nature,

See Appendix 6 for other issues dealt with by the EETC.

8.3, Btakeholder experiences

 Bactions include Awareness of Employment Equity, Censultation, Analysis and Employement Equity Blan,
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about the EETC. The interviews were analysed for dominant themes and these are presented hare with
Hustrative extracts. '

8.3.1. Successes

According to stakeholders the EETC has achieved success in some areas and failed in others. In many cases
the failures can be ascribed to problems in functioning. The following section will reflect on successes, failures
and problems of functioning as expressed by stakeholders,

In evaluating its own effectiveness, the EETC gives the foliowing account of its successes and achievements
(O EETG Meeting Minutes 09/07/04):

+  Alf employees have a far greater awareness of matters regarding equity

« Employment of disabled person

«  Formalised & revised recruitment policy thal emhraces equity principles

«  Integration into one forum, of organized labour, management & shop floor on matters regarding
equity and developrrient,

s+ ECstablishment of a formal platform to deal with staff complaints regarding sexual harassmant,
hate-speech, discrimination, favouritism /nepotism, ete. The commillee is ampowered to
recommand disciplinary steps if required,

»  Buy-in and full support of our Diractors

Awareness, recruiiment and functioning as a platform to raise staff issues are also reflected as successes in
the interviews. The other issues are not mentioned. Furthermore, stakeholders alse name successes that the
EETC do not, All these comiments must, however, be locatad in the fact that many people did not know about
the EETC at all,

8.3.1.1, Awareness
There is a sense amongst management that the EETC has increased the awareness and profile of EF at (4]
which has "taken the EE process forward" (EETC Member). Staff echo these sentiments but some also

express the "intangibility” of this awareness:
"I think everybody is much more aware that there is this thing called Equity” (FE7C mamber)

iFor me and this is more intangible, it's the awareness factor, | don't know what the spin off i3 going
to be in the fong termn but everybody Is so much more aware and infarned about mafters pertaining

{o equity.” (EETC meamber)

Oniy by persistent ond unremittiny edugational efforts will wa ong day see that mutual hetpliiness Bro tolorence belweer diferng peopies have hecome a8 impodant
1o our wiltfare #x having chaan air, claan water, ana & heathy environmeant.
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There is also a greater awareness of particular issues, in particular, disability. Two admin workers believe that
bacause of the EETC, the company has become more cognisant of the needs of the disabled:

" think It's successful, bocsuse even if | can jus! perhaps mention X, who has a disability in no
time, railings were put up in the in the toilet, to ensure that sha's comfortable and that was
almost immediate, when she'd starled, we didn’t have anything like that before.” (adm staff

These accounts reflect ihe first point in the minutes that staff have greater awareness of equily issues. These
accounts, howaver, are contradicted by accounts where staff were not aware of the existence of the EETC
and/or ite roke:

* _sol don't really know about the Committee, .| see them having meetings, management
shop stewards people in the factory that's all | that's all [ see.” (Flocrworken

Claira: Have you heard of the Employment Equity Gommittee?

Respondents: No not really. Can you tell me about it? (Floovoriver)

Although there is the perception amongst some that thera is a grealer awareness of equity issues in the
organisation, this awareness seems to be uneven. This unevetiness seams 10 oceur along hierarchical lines,
more senior and administrative staff being better informed about the EETC than the floorwarkers.

8.3.1.2. Voice
According fo the successes noted in the minutes the EETC provides "a formal platform to deal with staff
somplaints regarding sexual harassment, hate-speech, discrimination, favouritism /nepotism, ete”. This
sentiment is echoed by some of the interviews where the EETC is seen as a forum where management
decisions can be questioned, staff issues raised and problematic practices addressed:

it is a forurn where somobody's decisions can be challenged.” (F7C member— Senfor meragement)

“They put them way hack its like | do believe that people have a voice by having a voice you can
in actus! Fact say what's on your mind. To me that was the greatest achievement, {ts when you
go to management or you go to the directors and you say this s the fault we've got a policy an this or
wa've got an agreement on this and #'s not falling in line with equily.” (EETE member - Senir management)

it is significant, however, that hoth these respondents are both management.

8.3.1.3, Recruitment

Chly by persistent and unrermitting edutational efforts will wa ong day spa (hat mulva helpfuiness and tolernee betwean ditfering becples have begome 55 Important
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The ore achievement of the EETC which stands out, and is mantioned by almost eﬁénf Com:niﬁé&n&mber
interviewed, is recruitnent. This is understoad in terms of setling out a policy and procedures and generally
facilitating individuals applying and being fairly considerad for pasitions.

“YThe major issue Is recruitment. ... Recruitment, yes! Because we have this report that the
Company the report that the Company submitted to the Department of Labour.” (2£7C member)

There are still perceived prablems with recruitment, however. The first thing to note is that the changes made
seem 1o be understood in terms of legistative compliance - "because we have this repart”. This suppors the
eadiar comments made around the lack of strategic engagement with diversity and the lack of clarity in the
EETC's role in implementing it. i does, however, fit in the understanding of the EETC's role as body whith
drives transformation through EE and, more specifically, meeting racial quolas.

It may be because of this understanding of the EETC's role as meeting quotas that aithough it is named as a
guccess of the EETC there is also resistarice to the new recruitment policy, 1 seems as if same reactionary
discourse appears in relation to this policy, In one case EE is seen as limiting the recruitment of "gualified"
individuals and in another it is seen as downright threatening:

“When { needed a specific person to fill a specific position in my department, | don’t know If
this is the right thing to say, but I don't think | could take the best person for the jJob... You
have to get a parson because he's Black or Coloured. No matter whether it's the best person for the
Jjob." (Adarin statf - whits )

“There is absolutely no security because they need to look for a black person to fill that
position — so thal has they have not dealt with me, really Is not looking after me even though | have
the exporience, prepared to commit to them, prepared to work with that | have nét beean acknowledged
as & restft of that and in my frusiration is with the COMpany.” dmin stuf - white]

The above comments reflect typical white South African discourse around EE and affirmative action (Steyn
2001). Though O has an EE plan in place, it has no formal policy araund AA. The EE targets are not
supported by explicit measures on how the company will achieve them. Nonetheless these white employeas
communicate a sense of threat ta their livalihoods and the quality of the organisation, because of AA,

Johnson (1997:111) notes that for privileged classes, the slightest deviation from their privilege is expefienced
as a "profound loss”. Gardenswartz & Rowe (1397: 37) go onto say that "as long as one person's gain is
perceived as ancther person's loss, fears of reverse discrimination wil provide resistance lo diversity”. The
problem with transformation initiatives defined in ag narrow and superficial terms as only meeting racial quotas
ereates an environment which aflows reactionary discourse to flourish, Most commanly this discourse hooks
inlo idexs that equate EE candidates with not being "the best person for the job", as is seen above (Stgyn
2001). Grimes (2002) names this resistance, by specifically white peaple, a5 a major reason why many

Only by paratatant ang unremiting educatonal sforls will we one day ae thal mutual heiplulness and loletance bulvesan giffaning propiés have become as impoant
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diversity mitiatives gither fail or rern;m at a very 3uperf|c:|al“i'e;vei Cun;.ré;sgl;wuﬁt cp::"t'n bt; 4als; a:gua; that Jm-.
resistance is in fact facilitated by supedficial diversily inifiatives, like simple racial guotas. Having said that as
Roosevelt Themas (1880:117) puts it, before you can manage diversity “you must first have a work force that
ig diverse at every level”. Affirmative action is an important and necessary siep in the journey towards a fruly

inclusive and diverse arganisation. It is in itself, however, nat enough, and must be integrated into a more

holistic and strategic approach to diversity, that in some way articulates the benefits thereof for everyone.

8.3.1.4, Training
Most people interviewed saw one of the EETC's greatest achievements as the increase in training that is
available to staff. EETC members name it a3 such and it is evident that the EETC has helped some individuals
with regard to training as a floorworker comments that.

"t wani to study further - to go study fitting. | went to the manager to tell her look here | want to
study further. .then she tell me she must go to the Equity Committee ask them what they think
ahout it and they decided for me to go study furthar | must come work in the workshop...and I'm
studying now fitting and furning.” (Fieorverkar;

There is however a sense that this achievement is not equally true for all. This floorworker speaks about
training that “ander mense” go on, as if it is something remaved from and not relevant 1o him/her.

"... ons het gehoor van training wat aan gaan wat die EETC begin het daar's die ABET &n die
ander training wat mense kan gaan... " (Fomworke:)

There is a perception amongst some EETC membars that the training is not as successful as it should be
because there is a lack of interest from lhe pecple it is supposed to banefit:

"There's not enough passion [in them] and maybs its because of the lifestyle that we've had and
invariably, this is alf non white people okay, and | don't mean anything okay this is a fact, but
because of the lifestyle and the culture and the way they grow up, its not impartant, as leng as
they have a job that's important, 50 long as they have money in their pocket that's the short term
benefits, its more important than the longer term and | don't know how to bridge that gap to make,
to make some of them see further.” (Maragemen! - Whita)

It is significant that this lack of interest takes on a racial dimension as it is not all staif who are naot interested,
but "non-white people”. What this comment suggests is that, as with the successes with recruiiment, the
successes in training are tempered by racial issues. Furthermore, it illustrates that management are
respoensible for perpetuating racist discourse. This is highly problematic in that it is management that should
be driving transformation initiatives (Gardenswartz & Rowe 1097, Hayes & Russell 1897) and unexamined
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racism, like that expressed here W||l undermrne aven the most well mtenhoned plar {Gnmes 2002, Kerslen
2000). This issus is explorad in more depth in the section en Organigational Culture,

8.3.2, Failuras

According 1o the same minute that documents the successes (O EETC Megting Minutes 09/07/04) the EETC
failed in the following areas.

Equity distribution throughout the company- lavels not yet representative.

s Commiltee nol asserive enough to have major influence on managemant decisions.
s Promotion of different South African fengtiages not happening
» Feedback to constiiuenisiworkers not regular

»  Discipline recards are skewed among the racig! compaosition of emplayees.

Other minutes reveal further “failures” and concerns with the functioning of the EETC, The minutes of the
meetings of the EETC raflect that the committes itself is aware of some of the negative perceptions that
stakeholders have of ity efficacy.  The commitiee noted that:

o Staff are unhappy with racruitment procedures (O EETC Meeting Minutes 01/08/00)

s Unhappiness is expressed with the progross being made with recruitment (O EETC Meeting Minutes
12/03/2001)

s Staff are suspicious of the EETC and complain about the slow progress heing made by the EETC and
the slow process of change generally at O (O EETC Meeling Minutes G1/08/00; 17/08/00; 12/03/01)

«  Staff taking 3 vote of no-confidence in the EETC because it was seen to be ineffective (OEETC
Meeting Minutes 17/06/04; 08/07/04)

The minutes indicate that the staff passed a vote of no confidence in the EETC in 2004. This is highly
significant as it spaaks to the depths of the difficulties the EETC is experiancing.

interviews mirror the concerns raised in the minutes. The greatest concern with the EETC was that it is not
interested in staff concerns. Focus group discussions revealed that some staff members falt that many Issues
that were tabled with the EETC were not taken-up by the commitlee or given the necessary attention, nor
were they resolved with feedback being given to workers. The sense is that the EETC was not responsive to
workers concerns and issuas raised. The overwhelming sense one gets from the focus group discussions is
that the EETC is seen as ineffective and that it has not served staff members in any meaningfut way as far as
igsues that concern them. A floorworker comments!

Cnly by persistent and anremitfing sducationnl pforts wilt we ong day see that Mulual hrlpfilness and tolaranco between dilleding peepias have became 83 inpentant
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"Niks. Hulle is dood mou vir 'n julle jaar. Dis seker die !weéaé jaélf wa! dr’l nou

iz
hegin het en ons het
niks gahoor nie. Jy hoar nig eers hulle gaan meer in meelings nie. Wat is die meeting se naam? -
EETC - as ons vir hulle vra wat se goed doen hulle ...dan sal ons nie weef nie — want niks het voor

ons - piks nic = hulle stel nie eers belang aan jou wat hier onder is nie.” (Ficorwerker)

The floorwarkers seered fo express the greatest number of concerng, They repoart little progress and
numsrous problems in many areas related to equity and diversity. These are:

« Recruitment and selection practices inconsistent and unjust

« Experiences of racism and favouritism toward particularly Coloured staff

+ Inconsistent practice with regard to making individuals permanent and "bad treatment’ of casuals
« Sense thal people are not fairly promaoted

«  Gender insensitive practices

+ Congarns about the implementation of Performance Management
Flease see Appendix 7 for supporting extracts.

it is notable that the EETC are aware of many of the problems raised by staff eapecially the issues of not
being responsive and unhappiness with the recruitment procedure, Whal these extracts indicate is how
serious the noted problems are and thal tha EETC are unable to deal with them in any consistent and
satisfactory mannef. So much so that the staff have passed a vote of no confidence against them. The
guestion that arises is: “Why is the EETC experiencing such difficulties?” especially when it has a mandate
from the GEOs? The answer o this question can, in part, be found in a discussion around the functioning of
the committee. Some of the issues around functioning are internal to the EETC. Some, however, are the rasult
of tha context within which the EETC oparates. The following section explores the main difficulties repored
around functioning and considers the contextual factars which contribute to them.

2.3.3. Prohlems with functioning

There are a number of problems in the functioning of the EETC which seriously underming its abliity to deliver
on it's mandate and which are largaly responaible for the failures staff mentioned above,

8.3.3.1.Frequency and attendance of EETC meetings

According to minutes of meetings of the EETC miade available to us, the committee met as follows:

" Year | Numberof meetings held
2000 13 7
- 2001 S 6

Only by persistent and UVemAling cducatonat efforts wil we 0ne gay ser that mutea! Belpfuinazs and lolerance belwaen ditenng pedples Naye bacoma as Imparlam
1o pur wesiine & having clean air, clean waler, and a healthy enviconmsnt.



COMPANY D REBORT - DFISA RO EELY

R DTl SO 5 e P B AR e . AT L o e e e g L e e e e L e T D i

2002 1 ;
...... 2004 L ! e e 8 é

filiirafon 2 - Fraquercy of BETC Meetigs 2000 9603~

Meetings were named as one of the problems facing the functioning of the EETC by interviewaes. Goneern is
expressad about the frequency of and attendance at meetings.

8.3.3.2.Membership
Membarship seems to be one of the most important issues arising around the EETC. At the time of the data
collection there were 15 EETC members. Thig included:
« 2 senior management
« 2 middle management
= 2 shop stewards
+ 7 adminislrative and technical staff

« 2 floor staff (not including the shop stewards) (O EETC Membarship Ligt 2004)

The members are not elected to the committee but nominated. Because of this the staff view the EETC a3
unrepresentative and this poses a major obslacle ta its credibility. This is recognised by staff across all levels,
One of the major obstacles this posas is that the EETC is seen as being dominated by management and
therefare not aperating in the interests of the staff. Comments such as the following support this:

. _and one thing now in the Committee if wo vote they outvole us because we are so little
pecple from the shop floor. There are more managerial positions so we are outvoted there - so
that's the reason why we putting the voie of no confidence and we even wenf as far as to ask them [o
dissolve everything and start from scratch again for new Committee people to get elected by the people

not like now whare managamant elect whoever comes and 3it on the Committee " (EETC Mamber-

Floorwarker)
This perceived dominance of management on the committes has resulted in a deep distrust,
4 dat't know If the people frust the Equity Commitfee.” (EETC membar - Serior management)

“There's such a lot of suspicion at this stage, that this is why peopls quastion any moves that we
make, because it shows me that thay don't have any respect for the Gommittee &t this slage™ [EETC mamber-

Sonidd managemant)

Only by parsistent and unremifling educational ciforts will we ane day see that mutval helpfulhede and lolarance batwcen diffuring peopled Nave becoma as Important
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It 15 important 1o note that although management do not make up a numerical majerity, they are seen to be
dominant, This perception contributes to the difficully experienced in the funclioning of the committee.

B.3.3.3. Problems with communication

Staff across all levels do not feel that the EETC members communicate for ar with them adequately, EETC
members confirrm this (o be a problem, This is in part a function of a lack of effective mechanisms for
feadback. A floorweorker comments on the intranet system where EETC minutes are posied:

“..click on dinges, open our files there you see becsuse then the Commiltes talk about whal
happenaed whogse ahsent and ail that. . it's in the minute what is on there... 30 you know what's
happening just the people don't want lo use the comptiter.’ (Frorvworker)

Management realise that communication is & problem. It is largely percaived by management a¢ being a
problem with the EETC members. A senior manager on the EETC commants:

" ..and that's the other problem is that even issues that need fo go down Io the staff which we ask for
representation on the Equily Committee, 'Please will you now go and tell the people why this person is
coming in on & contract for thrae months, or why this persan is doing this’ doesn't get down to the staff
membears either. We have a communication Issue with the information getting from the Equity
Committee down to the staff, so we're looking al ways of, of getting things down to the staff" ce7c

mambrr = Sinior managemant;

What is significant about the way in which this problem is petceived by this manager, relates to the way in
which communication, in itsetf, is conceived i.e. as a top-down process. The problem is "getting the
information down {o the staff”. In this instance the EETC seems to be operating as messenger for
management rather than a body representing the staff. It is also clear from the above comiment that the
problem with communlcation is seen to lie with the members, rather than with the systems or leadership of the
EETC. This is often experienced by staff and management as a lack of commitment in EETC members,

8.3.3.4. Lack of commitment from members

“There are one or two paople in the Commitisa that's committed lo wanting fo drive this whole thing
but the make up of the Committas ! don't think there's more people on the Committee that's
committed enough to actually drive this thing much further.” (£:1¢ Memner - Senior management)

"Dip menge van die Commiltees, jy kan na hulie toe gaan, hulle is besig. Nou watls die use? As

jemand my nie kan heip nie, dan waarvoor is hy daar? Hy might as well maar alles [0s." iFisorwarien

Dnly by persistant and unremitting aducationsl effons will we one day sen that mutual heipfulness and ioeance betwean difaring paoples have beeaime a% impertan
Io oy welfare as having cean alr, clean walsr, and 2 healthy envieonment,
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. he was a!sc: involved in rma Employment Eqwty 50 .'f we dfscur;s somemmg {hen we presant it to
har and then she goes and presents it there - either she doesn't come back with an answer and

then we ask her why she said 'No the Issue was rephrased or they didn't even talk about it'"
{Floonvarker)

As lustrated by the above extracts, a perception of the lack of commitment by EETC members is refiected
across alt levels of staff. The perceived lack of commitment is, however, more complex than the first quote
suggests. It seems lo have numerous characteristics ranging from the EETC members being toe busy to
EETC members not reporing back. The third example, however, suggests 1o us why EETC members are not
reporting back or acting on their mandate i.e. some EETC members are aot able to raise the istues the staff
require. This sentiment would support previous suggestions that management intergsts dominate the forum,
marginalising some EETC mamber voices, The result is an increasing fack of engagement by EETC members
which is interpreted as a lack of commitment by management and staff. The further result is a growing
disilfusionment with the EETC amongst the staff.

There is, however, another level 1o the issue af commitment. A major issue in the funclioning of the EETC |s
the extent to which members are clear about the EETC's role as well as their role as EETC members.

8.3,3.5.Role and terms of reference of EETC
It is essential for any structure's functioning that it is clear what that functioning entails. This is not only true for
members, but all stakeholders, The rales and terms of refarence for the EETC are not clear, The minutes for

EETC meetings from 2000 to 2004 reflect very little was spalt out in terms of roles, responsibilities,
governance and terms of reference. In the minute of 24/07/00 brief reference is made to the role of the

committee which is:
«  “Torepresent staff views and aspirations

= To present management with proposals as fo how to implement the transformation process”,

This comes under discussion again only at & meeting of the EETC in 2004 when the membership status, a
code of conduct and the constitution of the EETC is an item on the agenda. The following excerpt is extracted
from the minutes (O EETC Meeting Minutes 22/04/2004):

3.3 Congtitution of EE & T forum

3.3.17 A quorum will consist of 50% +1 member.

3.3.2 The commiflee is tasked with:
the preparation, subirission and monitoring of plans, e.g9. WSFP;
the identification & elimination of barriers regaiding discrimination and

Only by peraistent and unremidting educational efforts wilt we one day sea that mathal nelplulress and oleiance between dilenng pacries have become B3 imporiant
o pur wellarg as havemg cean Ai, ean water, and & ealthy anvirenment.
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the maintenance of a fair recruitment procedure, as well as approving
specifications for vacancies (identify barriers, discrimination, preferential

{reatment like HD!'s, nepolism, etc).

Except for this brief paragraph ahove, it appears that during the years 2000- 2004, very little was spell out in
the EETC in relation to its roles, responsibilities, governance issues and terms of reference.

It iz clear from the inferviews that there is a general lack of understanding around the role of the EETC. When

asked about what the rofe of the EETC was interviewees responded in the following broad categories:

+ Don't knaw Many staff did not know what the EETC are supposed to do. Some staff had never even
heard of the EETC. ‘

« Communication The EETC is seen as a communication forum between management and staff. Az was
mentioned hefore this communication is seeh as been largely top down.

+ Representing the peopla The commitiee was also seen to rapresent the interests of the people on the
factory floor. This sentiment was reflected by both floorworkers and management.

« Recruitment and EE quotas There was 2 strong sense that the EETC are responsible for recruitment,
espacially o meet race related EE targets. This focus an recruitment is understandable as the earlier
raview of the EETC's minutes showed that a large percentage of its time is spent on dealing with
recruitment relatad issuss.

+ No need There were staff who expressed the opinion that there is really ro need for the EETC as they
feel sufficiently empowered to address issues with management if such issues should arise. This
experience seems 10 be polarised across admin and floor staff, a polarity which is recognised by admin
etaff. It is important to note that the admin staff who said they felt no need for the EETC said 50 in relation
to the fact that they falt that racial discrimination was rot prevalent in the organisation. As with the
racruitment theme the focus of understanding of EE is around race,

There is lack of clarity around the role of the EETC among all stakeholders. Furthermore, the understanding of
the functipning that people do have is very narrow focused on race and meeting racial guctas.

8.2.2.6. Role and terms of reference of EETC members

Individuat members of the EETC are not sure of their roles;
“We don't actually have roles. We dont have like departments or anything.” (EETC membar;

“f am anly & member. | don't iave a specific role.” (EETG membor)

Only by persistent and unvemitliog educalionsl stiorts will wa ore day scg that mulual heiplulness amd leance balwesn diffaning pecples have bacome 25 importent
ta our waltace 8s having claan arr, dean waler, and 3 healthy environant,
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on what is the aim of the Committee, what we do want to achieve and set objeclives for ourselves.
Currantly we're floating about because we have to have a Committee on the books.” (FETC membar)

As the third quote illustrates the lack of clarity around the role of the committee has resulted in a lack of clarity
around the role of the members. This may account for the fact that members are considered as ineffective by
staff and management, as discussed earlier; it is reasonable to surmise that at least some of that
“neffectiveness” is a result of not knowing what to do. This quote alsa provides some evidence of why the
comniittee’s {and by extension its members) role is so poorly defined. The reason for the EETC's existence is
understood as being something that “has to” be done i.e. compliance. The value of a body like this and the
importance of the contribution it can make towards creating an inclusive workplace, achieving business
objectives etc. is not understood and this is a function of the fact that it is not articulated in the business
strategy and policy. The only reason for & having the EETC, is because the "have fo have a Commitlee on
the books",

8.3.3.7. Preferential treatment
There is also a sense of favouritism expenenced, where members will only hefp those they fike, According to

one floorwarker,;

"Ons weet nie wasr am te gaan mie, want gaan y na mense tos, hulle help net sekere mense help
hutle met problcme. As hufle nou van Jou hou, dan help hulle met die problems. As hulle nie
van jou hou nie, dan word dit nou doodgeloop.” (Fioonwarker)

This is 3 serious flaw in the furctioning of the committee, H is probably further exacerbated by the fact that
EETC membars have not bean elected, which means they are not representative, and that they are not clear
on their roles. The fact that staff do not feel that they can bring their issues to their EETC raps means that it 1s
ohviously not functioning effectively.

Some staff also feel marginalised from accessing the committee based on their status as permanent or casual
employees. In response to whether she has raised her concerns with the EETC and whether it has baen
addressed a casual admin worker replies that °...no it hase't because 'm a eontract worker I'm not a
permanent worker sa !'va had nothing given {0 me.” (Aumin steff

This issue is larger than this single quote suggests. The following section on Qrganisational Culture reveals
that there is a problematic divide between casual and pertmanent workers, with casuals feeling marked and

marginalised.

#,3.3.8.Varying levels of member of involvement

Oty by petsistenl and Lnremiting aducational efforls wili we ane day see that mutus! helpfulnege and toleranca betwesn dilanng pacples have bacome At imparant
to gur wilfare a4 having clean air, cigan walet, And a healthy environmenl.
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"We ware also very instrumental in putting together that report. We had enough chances ta give
our input as well." (EETC membar - Management)

Although this quote suggests a fair tevel of engagement in the preparation of the EE Report, the next quote
suggests a very a much less active engagement.

“You see | tried at the end of this or last year lo check the report of the Equity but they were they lold
me they send an e-mail to FAWU for us, that is the paople wha are under union, but there was

nothing which came to us.” (EETC member ~Shap stawsrPioorvarker)

In fact this quote suggests that the speaker had very little into the compilation of the report &nd struggled o
gain access to the final copy. Once again, the experience of the EETC seems to be differentiated aiong
hisrarchical lines, as the second gpeaker iz a floor worker and union member whilst the first is a member of
management. This speaks to the dominance of management in the EETC as is suggested elsewhers. It also

speaks to the lack of clarity around members' roles

8.2.3.9.Lack of planning
The Employment Equity Reports show that the company conducted an analysis of barriers as preseribed in
Saction 19 of the EE Act, Although the analysis was conducted in 2000, EETC members responded to the
question about the analysis with very little to no knowledge of the results. This is problematic in that the EETC
should be conducting their activities as informed by this analysis and that if they are not, their activities may
become ad hog and reactionary. This analysis is suppored by comments from the EETC:

. In the time Pve beoen here it only eleven months now, that | kave been on the Committes, we
haven't done specific analysis where statistically we could prove certain things. ...And homed

in on the problem, " (FETC member}

“ifthere s a r:om:erﬁ over a issue, they will address it with one of the shopstewards or people
sitfing on the Commiltes and we'll then send an E-mail fo X fo say that an issue has been
brought to our attentlon and place it on the minutes for the next meeting ar the agenda and
somelimes then we call an emergency meeting to sort out serious [SsUeS" (EETC membw)

8.3.3.10. Lack of monltorlng and evaluation

There is little common understanding amongst cormmittee members around what monitoring and evaluation is,
In response to the question of whether there is monitoring and evaluation of EETC activities and outpuis,
members commented on the fact that they receive feedback on activities:

Crly by prisialent and unfemitliog atucational etforts will we one day see Ihat mutesl helpluiness and tolerance between diffenng peaples have become ag mportant
to out wellare as having clean air. ciean water, and & hesiihy environment.
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"0 yes! We get regular feadbacks sessions, What [ normaify. oo is after a devision making sessions,
we come back and we get the groups together on different shifts and we feed back to them what has
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happened and what is going to happen."(EeTe memper)

“The fact that the Committee consists of all fevels of people is already a guarantee that
Information and all get to the right people.” (EETC membe:;

As the first speaker indicates there is no monitering and evaluation tool for the EETC activities, Feedbackis
equated with monitoring and evaluation. This confiation further iflustrates that the EETC members are not
familiar with the role and functioning of an EEC. This is not surprising as, as illustrated earlier, the EETC and
its members are not sure of its rale, without which. monitoring and evaluation cannot really happen.
Furthermore, monitoting and evaluation is not seen as necessary as the "representivity” of the committee is
taken for granted to guarantee that all people in the organisation receive feedback of EETC activities. This is
problematic in light of other comments around the problems of representivity and communtcation on the
EETC.

Senior management confirm this lack of monitering and evaluation. It is fargely viewed as the EETC's
respansibiity. Thers fs inconsistency across management in terms of what the EETC is monitoring. The most
consistent thing that, according to management, the EETC maonitor, is recruitment quotas. This is done
through the EE Reports.

8.3.3.11. The union and “troublemakers”
The unions play an impartant role in the EETC, A manager argues that the funetioning of the EETC and the
company is thwarted by the fact that the union and individuals are obstructionist and that very often issues are
"poliically” motivated.

“There's some, we also have a Union here and there's a lot of underlying, trouble-making, just for the
sake of making trouble.” (EETC member - Senior managamant)

The label "troublemaker” is often a flag for considering relationships within organisations (Kersten, 2000). In
many cases thase who (abelled as such, pose a challenge to those who are in power and the label,
"“froublemaker”, can sefve to make their concerns seem less legitimate. The earlier examination of
communication difficulties suggests that challenges to management are not as effectively facilitated as they
could be. Because the consultation process is conceived as largely top-down, staff might feel that the
opportunity to cantribule and challenge is leas accessible than management may intend it to be. Furthermore,
whan these challenges do arise they do so out of frustration and from within a system which may not ha
adequately facilitated, resulting in the perception that those who raise the challenges, are "causing trouble”,
This perception may lead o staff not wanting to raise concerns for fear of being labelled and further

Galy by persistent and untariting educational effarts will wa one day 3¢9 nat mutual helphiness ang teiarance betwean differiag propies have bacoma g5 mpartant
[& Gur wellare 83 having clean ain, Soan weter, Angd a healthy anyiiamant,
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frustration. Ultimately, it dlscuurages healthy commumcatmn The union mambers may seem to be
"roublemakers" but they are clearly frustrated within the current systems.

The difficulty experienced by O with regards to the functioning of the EETC and the Unichs must be located
within a brogder context. Qrganisations are not "private” spaces but rather sites where larger social
phenomena play out (Deetz 1992) and as Kersten (2000: 245) points out arganisations “are expressive of the
canflicts exlsting at the social/political level of society”. Organisations are therefore micracosms of the larger
political context, and the dichotorny between management and the workerz, and the difficuifies of
communication between them, in many ways reflects the difficulties between the "previously advantaged” and
“disadvantaged”. The following guote is a goed example of this:

“That's the sort of stuff that one afways has in these big factory environments, is that you're going to
hava peopla who just, fust want to stir frouble Tor the sake of sfirring trouble. But as [ say, there is
a younger sel coming in and a group which is not so jaded by the past of the country..., [ don't
want to gaf info the whole pofitical thing. | want te fook at things from who can da the job, who
can't do the job and who wants to do the job. And nof just for the sake of, you know, shame,
they're praviously disadvantaged. I'm going to have to make an exception.” (Senior managemant)

tn & subtle discursive turn the manager further identifies the troublemakers as "political™ and those who are
“jaded” by the "past of the country”. It would seem that the troublemakers have a political agenda that the
manager in question doesn't "wani to get into”. S/he wants to look at things from a position of wha is right for
the Job now. Finding the right person for the job, however, is nol exclusive of constructively engaging historical
and political histories, which seems to be what this quote suggests. In fact engaging this historical and political
past, is in the interests of any organisation "getting the job done”. 11 is not an exercise in "ag shame”, but if
adequately managed, a both iransformative and productive imperative. What is illustrated in the quote above
is an unwillingness to engage the past and paint thase who do as "trouble” and "political”. The point is that the
workplace Is pelitical (Deetz 1992, Kersten 2000), it is historically located, and management must be willing to
grapple with it as such. It may be that the lack of a coherent vision arourd diversity and squity is because the
management choose not to engage with that which is perceived as being "political®, It is not clear exactly what
this "poftical” agenda is that the quote refers to, but whatever the nature of it is, management will nead to
engage both the organisational and broader political history honestly, if they want the unions to be fully
functional again.

This is not to say that the Unions are completely innocent in this breakdown of communication and the
resulting tension. It is obvious that there is & problem with the functioning of the union, both head office and
the locai reps, According to one manager the functioning of the Union presents a major obstacle to the
progross of the company and the EETC. R Is also evident that the faci that the union is not strong and
operating effectively impacts the funcfioning of the EETC as it then has 1o take on responsibilities of the union.
Thig is further indication of the lack of clarity around the role of the EETC but it is also an indication of how

Dnly by peralatent and unretnitting educationsl efions will we one day see Ikat mutuat brighiness and todrranca batween ditering pecplas heve bacams ag impoertant
o aur walfars A5 having clazn air, claan water. and a healthy environment,
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aquity and diversity can only wrk if supported by basio [3bour functions. Thers is an argument that the vaiue
of & diverse workforce can only be harnessed when basic lzhour and systemic issues are addressed or they
will derail any efforts fowards equity or diversity (Gardenswartz & Rowe 1997, Hayess and Russel 1997). In
(Vs case it saams that this derailment has happened in the way labour issues dominate the EETC, a structure
meant to deal with equity, and also in the way these unresolved issues have caused resentment, hostility and
a serious breakdown in communication.

8.3.312. Fear
The discussion thus far indicates that one of the greatest impediments o the successful functioning of the
EETC is the failure of individuals to participate in EETC activities and processes. Whereas this has been
attributed to tack of training, clarity around the roles of the EETC and members, poor communication and a
lack of commitment from staff members, ail these factors are located within & particular culture, which may or
may not serve to facilifate the functioning of this body. As the following comments reveal the culture in
question is of not speaking one's mind. An admin staff member and EETC member say, respectively:

"If | speak my mind I'm going fo get into trouble F'm going to become a marked person.” (Admin
staff)

"Ag people are afraid man, pecple are afraid like, | always fell them herg at O it's not 2 demoeracy
its Hke @ how do you call it there where the general takes over the general takes over and you must
Jjust now obey like communism or somathing in that to that effect man where you rmust just obey
everything that they say its not like you can have your say, because If you have your say its like
they're not physically killing you but mentally they do so the people ars like afrald man...." (Ee1¢

merber}

Althgugh a culture of not speaking one's mind is problematic in itself the reason for it is disturbing: fear, The
first quote reminds us of earlier comments about "roublemakers” by a senior manager, This admin worker
understands that if s/he speaks out she will "become a marked person” and "get into trouble”. S/he links this
fear of getting into trouble with the research process, suggesting that some of the difficulties the ressarchers
experienced with queastionnaire might kave baen because of this overarching climate of fear. The extent of this
fear is likenad 1o the "mental killing" of people. In a climate where fear of this extent prevails, it is not
surprising that the EETC is experiencing a breakdown in functioning. This issue is an important issue and
further explored in more detail in the section on Qrganisational Culture,

9. Organisational Culture

This section serves as a commentary and analysis on the organisational cultura at Q in relation fo the
company's treatment of diversity issues.

Qnly hy parsistent and unnemitting aducational efforts will we one day sae hat motoal alpfuiness and tolerancs belwean diifaring propins havh bacoma s 1mparant
fo our wellars #3 having clean alr, glnar watar, and A heality anvironmant.
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Culture "is an integrated system of Iaarned behawour patterns !hat i% charactenstic of the membem of a
society, the undetlying patterns of thinking, learned, not inherited." (O'Hara-Devereaux 1994: 38). While we
are one thing at home (a son, a brother, a soccer player, a symbol of security) we become something entirely
different in the workplace (black, Xhosa speaking, adult, male, machinist). Workplaces, like stryctures from

schools 10 nation states, are governed by rules. Failure to abide by these rules, be they official palicy or

unspoken cultural dominance, results in penafties ranging from formal dismilssal to soctal ostragism. This
structure “differenfiates individuals from one another [creating a norm] as an average to be respected or as an
optimum towards which one must move. it measuras in quantitative terms and hierarchises in terms of value
the atifities, the leval, the 'nalure’ of individuals ... In short, It normalkises ” (Foucault 1977:182).

Organisational culture refers to the broad values and beliefs which pervade an organisation {Hicks-Clarke &
lles 2000). These lead to assumptions about “clients, emplayees, mission, products, activifies, and
assumpfions that have workec{ well in the past and which get translated into norms of behaviour, expectations
about whal is legitinate, desirable ways of thinking and acting” (Andre Laurent cited in O'Hare-Devereaux
1924:43). Some cultures may be rigidly set and expect newcomers to adopt dominant views while others
might see adaptation and accommodation of new staff as a growth mechanism. Organisational cultures might
be seen as increasingly complex when employee and client bodies aren't homogenous in terms of socio-
politicat and cultural factors seemingly unrelated to the organisational environment.

Organisations are understood as being located within a broader socio-polilical comext. They are "are never an
isotaled site of racial or class lor gender]® conflict, but rather, they are expressive of the conflicts existing at
the social/political level of society” (Karsten 2000; 45) and as Deetz (1982) argues not "private” spaces, but
rather sites for the intersection of larger sacial phenomena. An organisation’s culture is defined by those with
power, both within the organisation and the broader socio-political context {Mills 2002). Thus, "organisations
are never politically neutral” (Deetz 1992: 55) but managerial [and other]” advantage is normalised through
raufines and discourse where "privilege is treated as natural and neutral” (ibid.). The workplace is therafore
ideological and ideology is perpetuated through processes of normalisation, legiimation and socialisation,
which often indicates to the inahility of especiatly (but not only) privileged groups to see the implicll values
carried in their practices, talk and experiences (ibid.: 58). It is these implicit values which inform an
organisation's culture and ttis in the interrogation of the practices, talk and experiences of people in the
organisation that we can start to name it. It is this interrogation which this analysis of organigational cuiture at
O undertakes, lts focus is therefore broader than just the EETC and includes an analysis of the organisation
as a whole,

Three main themes emerged in the analysis of organisationat culture at Q.

*\My addition
My addition
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o oW wattara /R having cluao i, clean watae, and a haalthy enecnment.
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8.1. "The people" /| management divide

There is evidence, both in O's public image, and in the words of employees throughout the organisation, that a
hierarchical divide exists between management and “the people” (foor workers and shop stewards). As the
workforce profile analysis shows this divide is also a racial and gendered one.

9.1.1. Structural divizsions
Foucault (1877) explores how structural design is linked to the to surveillance, supervision and control,
specifically of those within the workplace, Thus the structures withit any organisation can give us insight into
the "contral” or management of it's employees.

The rhetoric of almaost all O emplayees reflacts a divided organisation. Terms such as "us” and "them”, "the
people”, “the floor”, “management”, "down on the floor”, “up there”, “from tap fo battam”, highlight the
conceptual divide between employees of different job levels, Social divisions at O are highlighted through
physicat and organisational siructurss, Different eating areas are allocaled to management/administration and
factory staff. By separating employees during the only time at which they are likely to integrate across
employment level (feas and lunch breaks), the divisions become natural and entrenched, unquestioned. The
same can be said of access to the O grounds where separate entrances are designated to factory and
adrit/managetmeant employees. (Foucault 1977}

Observations of employees during tea and Junch breaks revealed distinct raceflanguage groupings among
staff. A total silence on the part of afl employees in addressing these clear sacial divides at O suggests a
further common sense understanding of race and of the "normality” in grouping by race/culture. in that
management doesn’t seem o have noticed or taken any steps to educate or create awareness around these
divisions, a apace is left open in which "everyday”, subtle racism is allowed to fester and accumulate (Essed
2000).

Workers at {0 are marked according to their role in the company, both through uniforms and through coloured
hats. Most notable are the red hats of casual employees whom permanent employees referred to
sympathetically as “these guys in the red”. This system is reminiscent of Aldous Huxley's 1932 prediction of a
"Brave New World" set millennia from now where genetically engineared human classes, from Alpha fo
Gamma, are marked through the assignation of different coloured uniforms, making sure they are never
mistaken for someone above or below their social standing in sociely. Foucault (1977) suggests that
“marking" people in this way serves to heirarchise qualities, skillz and aptitudes, Those who are marked, with
that which represents the bottom of the hierarchy (in this case red caps), are immediately rendered marginal.
The fact that casual employees are already the most vulnerable in terms of job securily, wages and access to
organisationai resources and structures, makes further mechanisms for marginalisation very problematic.
Through the physical marking and formalising of these differences, it could be said that O is embracing
division rather than ‘diversity.

Only by persistent and ueresailting eduzational eforfx will we ane day see that muluab helpfulresx snd lole;ance between Jiering peogles fave bacone A% impotant
to Cur weltara g2 having clean air, clean water, and g healthy cnvironmint
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The experiences of employees working in the factory and in the admin/management block contrast sharply.
Interviews with two administrative workers shaw an awareness that while the administration block appears
non-discriminatory, they are aware, or suspect that things are different in the factories. Similarly, levels of
satisfaction with the organisation contrast between the factories and admin/ management, Lack of
cummunication appears central to this divide.

There are no shared spaces to facilitate the interaction between stalf both across higrarehy and socto-political
groupings like race and gender. In fact as the analysis above shows, O's struttures serva to divide people
across all these categories.

9.1.2, Democratic structures

") is nat & democracy, if's ike...where the general takes over.. . where you must just obey everything
that they say.”

Of particular cangern with regards to O's diversity strategy is the failure of the EETC in making constructive
confributions to the development of a democratic erganisation. As the unions are not functioning in their full
capacity, the EETC is the only body for the exercise of democralic process in 0. It's functioning therefora has
implications for the nature of the overall demacratic process in g,

The EETC is, howaver, not representative and as-a result holds very littte legitimacy with the majority of staff.
The level of this ileqitimacy has reached criticat levels where the staff have passed a vote of.no confidence.
Furthermore, in the "paople” / management divide the only structure which is meant to represent the pecple is
seen as belonging to management. The dominance of management within this democratic structure is deeply
problematic as it undermines it's functioning (See previous sections). As & result staff have withdrawn from
this "demacratic” process. This possible lack of initiative on the part of workers suggests the adoption of 3
passive-aggressive stance in which they are happy to criticise O's structures but possibly unwilling to

contribute time or suggestions to any transformation.

9.1.3. Communjcation

“There is in many cases a total misunderstanding. .. ot of poor communication...we are trying to do
somathing about it but '3 been sfow...yau can go ten $teps forward and then you start back again.”

EETC reports, job advertisements and other announcements are e-mailed to staff and theoratically accessible
via the ARET labs. However, some employaes remain illiterate or computer iliterate while it seems othars,
understandably, choose to spend thelr free time relaxing rather than looking up notices onkne. This mode of
communication favours thase employees with computer access and literacy i.e. administrative and above,

Qnly by paraistent ang uniemiting naucational efforts will we ane day sea that mulual helpfulness ard tolgrance batwaan ditforing Leopies hRvE bectme a3 imponant
to ur welara as having clean B, clan water, and a healthy environmant
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Language prasents an obstééié to cnmma;‘ama‘ilwo; :;:n :;1 :1umb,er of Ielv;azls Il is crearfrom EETC rmnu;as(o o
EETG Mesting Minutes 7/9/2000) that there is an awareness of language s an inhibitor in communication, yet
an official policy of English-only posters has been adopted by the company. Notably, when issuing its own
internal questionnaires, O translated them into three languages while for the purpose of our survey work at O
we were assured by HR that Englisk would suit all employees.  The one language policy bares further
testament to management's assimilatory approach to managing diversity, Difference is recognised but ignored

through assumpfions around linguistic equality (Hayes & Russell 1987, Kersten 2000).

91.4. Diversity as discourse
The dominant discourse around diversity at O (focusing on EE} is shaped by management. This is largely
because democratic structures which are meant to facilitale staff contribution seem to be dominated by
management. The focus is on numericaly diversifying the warkforce through emplioyment and prometion
strategies. There doesn't seem to be any notion &l O of diversity as something positive, as something to
capitalise on, a5 a strength lo the organisation. "Embracing diversity” is included in the vision and mission of
the organisation yet it is not clear how this will drive the strategic objectives of the organisation. in fact,
stakeholder sxperiences suggest very strongly that it dossn't. Without proactive, strategic and integrated
leveraging on diversity as core business, vision and mission statements like "embracing diversity” fall fiat,
Kersten (2000) notes how many American companies appeal to their "diversity projects” in order to project a
face of social responsibility to the public while internally usurping democratic processes. The fact that
"smbracing diversity” is not anything which is operationalised around and integrated into key business
imperatives makes it searm like little more than a public relations exercise,

As a result of this lack of integrated approach, diversity issues are not seen as sornething which should
concarn everyone. Many see diversity issues a3 part of the HR and EEC's mandate slone, something which
doesn't affect them. it is notable that the predominantly white and coloured employees at an adminisiration
and management level belisve everyone in the company gets on well, whilst black employees on the floor
report racial discrimination and the EETC hag on mora than one oceasion had to deal with racial incidents.
This dynamic reflects Kersten's (2000} point that srganisations which do not engage with diversity in an
integrated and socio-politically conscious manner create workplaces which continue to serve the interests of
socially dominant groups and remain bling 1o the existence of racism (and other forms of discrimination).

9.2. A Culture of Learning

Teaching, facilitation and the dissemination of new ways of doing and thinking are central to effective change
management with regards to diversity (Adler 1997, Ferdman & Brody 1996, French & Delahaye 1996, Hayes
& Russall 1997, O'Hara-Deveraaux 1994, Thetmas 2004). Additionally, while ansuring numerical
reptesentation at an early stage is important, it is perhaps morg important to provide facilities and structures
thraugh which to groom individuals who may be earmarked for accelerated development {Roosevelt Thomas

{anly by persiatent and wreniting educatronal #fforts wil we one day sea that mutual helplulnees and tolarance betwesn diffeiing pecploe have becpme as impartant
1 tr welfare 84 having g'ean air, clean waler, and a haalthy ¢nviranmant.
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1890). At the same time, it is important that the company's sulture adapts to accommodale the new ways of
doing and being that newcomers might bring to the company.

Perhaps the graatest site of celebration coming out of our Interviews with staff at O, is that of the ABET
computer fabs and related training facilities. While O should be commended on this training and skills
development initiatives, it bares little relation to any intervention araund diversity. 1t doesn't appear that O sees
these structures - which teach hasic literacy and computer skills - as developing employees for any form of
internal advancement in the company and as such do not necessarily contribute towards the promation of
designated employees. Furthermore, the failures in the ABET training reveal important izsues in O's culture,

ABET course timetables do not take inte account shift patterns of most workers. As a result, students are
more than likely to miss classes which fall on their off days. Employees’ refuctance to attend class on off days
might be seen as evidence of a lack of commitment to education on their part. This often takes on a racial or
cultural dimension and the learning landscape appears o have opened up 3 space for discrimination and
stereotyping in the factory. One senior manager tatks of learning as a "cuitural thing", something which can't
be forced upon people whose “disciptine [in studying] is what let them down”. Anether manager says:

“Invariably this s non-white paople okay, and | don't mean anything, okay, this is a fact, but
because of tha lifestyle and the culture and the way they grow up, it's not important, 3o long as they
have money In their pockat, that's the short term benefits. it's mare important than the longer term and
I dor't know how to bridge the gap to make, to make some of them soe further.” (Serfor Managament)

This perspective reveals dislurbing racial and cultural assumptions prevalent at O. In both cases the tone is
disturbingly patermalistic and "non white" people or people from other cultures are essentially seen as not
being able to study, manage their money and plan thair lives properly. The speaker is awara that this isa
racist comment, and that it is probably inappropriate, as he/she backtracks by stating clearly that they "don't
mean anything” - but he/she clearly does. What hefshe says is reflected in other dimensions of the
organisational culture - the fact that management speak “down” to staff, for one, suggests that management
do not believe that the floor {mostly non-white) staff can make any valyable contribution. | is important that
this person made this statement as it is an honest reflection of what they believe. It is also not simply their
pelief but the function of an organisational and national cuiture steeped in racist history. The fact that this
person said this, creates a platform for engaging with this belief, challenging and interrogating it. It is this
pracess which O needs to engage in.

9.3, Gender, Race and Organisational Culture

Literature suggests that organisations are both raced and gendered (Essed 2002, Fischer & van Vianen 2004,
Kersten 2000, Grimes 2001 2002, Macalpine and Marsh 2005, Nkomeo and Stewart 2005 elc). The report thus

Only by parsiatent Ang Wnremiting Loucatova) Sora wil we one ey sy Bt mitual helpluness and Wieence hatweon diffenng peeptes have broome as important
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far confirms that race and ragism are serious ISSLIES for O as thay amerge i the context or a number of other
discussions, Gender however, has remained under explored.

The genderednass of this organisation was first encountered in the EE Reports. According to the EE Report
(2000:17), the broad objective of the Employment Equity and Workpiace Skills plans was to "balance the racial
and gender mix across the levels”. This was in spite of a clause which stated that “the nature of the work
organisation, with significant manual work and the lifting of heavy items, tends to limit the employment of
femnales” (ibid.). These comments suggest that women are in someway inherently unsuited for the nature of
the work and that any inclusion of women is afunction of EE and legistatian. O have, howaver, made a
seriaus effort to hire black women into senior and technical positions as the recruitment figures revealed. What
they also reveal, hawever, is thal & out of & recruitments into senior management were male. All of these were
while. Power in the organisation is still clearly organised along gender and racial lines.

These prafiminary observations create the container for the discussion around organisational culture. A
casual conversation with a coloured, fermale supervisor révealed that wormen must have “strang character”,
“prove” themselves and "show” what they can do at O. Put differently, wormen need to be masculine in arder to
succeed in a culture that does not value the feminine, This undervaluing has tangible consequences, the first
being around temporary and permanent positions. Some women floor warkers believe that men are favoured
over women in the granting of permanent positions: "Mansmense word meerder permanont germask as wat
vroumense permanent gemask word." (Fier worker - Coloursd waman) Importantly this consequence does nat anly
play out slong gendered lines but alang racial lines too: *.. they employed the ather pecple after those people
who are coming after me and they till naw is not permanent ifs 8 years now — thal is racist too much in this

company 100 much racisl.” (Floonvorer ~ Black woman).

Dealings with maternity reveal clear diserimination against female employaes as is evident in the following

report’

"in 1999 | went on Maternity feave. Then | came back, then | could only take & month leave, a straight
shift, but they know it's not easy when you have 4 baby and the baby needs care and that. Thay don't
see to give you any langer, maybe two months, or thres, just back to the day shift. They force you, if
you can't work the night shift, then you must take your things and leave. ., so in that regard they den't
help women. So here you have to be afraid to have a baby, because when you come hatck, then
thera is no work for you, or they teil you: If you can't work night shift then you must stay where you are.
Stay at home once and that's what they tell you and that's what happens"” (Floorworker - Coloured waman)

Another employee wha was hospitalised during her pragnaney was told she had to report to work to hand in
wrilten notice before staying at the hospital. Clearly this wasn't possible in that her hospitalisation was
unptanned and she only received this information once hospitalised. Both thase examples provide evidence of
an enviranment that is hostile to wornen, yet this hostility was not reported equally throughout the arganisation.

Cinly by parsisient and unfamiting soucationa afforte will wa one day ses st muiial holpfulness anid tihrantg between differing puophps have bacame & important
\o dur welfare a5 having ciean air, clean watar, ang a healthy ervignmenl.
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Natably, the worst experiences were reported by black and eotoured women floor workers, reinforcing, like the

distributian of pawer.

The criginal mandata of the EETC was to “balance the racial and gender mix across the Jevels” EE Report
{2000:17). The EETC was to be a vehicle to achieve this. It is clear that although Q is making some progress
with regards to this mandate, power remains very unavenly distributed with regards to race and gender.,
#urthermore, the role of the EETC as a forum to grapple with issues of race and gender is undermined by a
environment skewed in its racial and gendered structure which as the previous excerpts have shown are the
reality with which most staff live. The belief central to this structural imbalance is one that assumes these
ssues unworthy of address. Reference back to the topics covered by the EETC (see Section X).shows us that
within a fiva year pericd, racism has been discussed only five times in EETC meetings while gender was
discussed once under the umbrelia of Sexual Harassment policy (which O still does not have),

9.4. O's Evolutionary Positioning with regards to Diversity

Hayes and Russell's (1997) cite Miiton Bennet's Model of Developing Intercultural Sensitivity, a six stage
process beginning with “Denial of Difference” and culminating in “Integration of Difference”, as a useful toof for
considering organisational culture, Within this model it would appear O is somewhere batween the second and
faurth stage, having largely moved beyond the ethnocentrism of Denial of Difference. See Appendix 8 for a
detailed version of the model.

There is evidence for each of stages 3-5. These are listed below:

8.4.1. Evidence: Stage 2 - Defence against Difference

+ difference is recognized but negated

+ The recognition of the nead to hire, especially black, wormen suggests an awareness of the value of gender
diverse workforce. However, lack of structural and policy support for women's neads suggests that the
organisationat culfure is still very unaccommedating fo wamen, negating the "value” of these employees.

« The manner in which management members quoted above spaak down to what they perceive as culturally
and racially informed failures to appreciate learning opporunities.

8.4.2. Evidence: Stage 3 ~ Minimisation of Difference

» differences like race, language and gender are recognised but sidelined within a discourse of
equality and samenass

« Employees of every race, gender, rank and ability speak 1o a discoursa of aquality and equal rights.
Employees at O (and indead most South Africans) seem unawars that this is a substantive rather than a

mly by persisicnt and urremiling euraiona! eforts wil we ont day s=e hat nutual helphiness and tolerance batween Ciffering 0aofies have bacomr ax imparant
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farmal right. In othar words our tight to equality as South Africans remains sensitive to the entrenched
structural and historical inequality of the country.

« There seems lo be a conscious avoidance of racial labels armong employees at all fevels, except for some
African employees as already mentioned. Kersien (2000) makes the point that by faifing to draw attention
1o obvious race (and other) based differences, whites (and men) are allowed o function normally, theirs
being the status quo, while others are expected {o 2dapt.

+ The company's language policy provides further evidence of assumptions around assumed equality.

9.4.3. Evidence: Stage 4 — Acceptance of Difference

» recognition of differance and fts potential value to individual, az well as organisational prosperily

» Some minimal evidence for this stage exists. This evidence is found in the rhetoric in O's mission
statement, their willingness to engage in processes fike this resgarch and the HR manager's commitment
to developing his/her capacity in this area.

Qverall, O is located fairly deeply in the ethnoceniric stages. This is largely evident in the way diversity is dealt
with at & compliance and EE level, Within the framework of this model i suggests a mode of engaging
diversity which is more about self preservation and the protection of current patterns of interest in the context
of legislation, evidenced in the negation and minimisation of difference. There is very little evidence of a
recognition of and working with difference as something to be valued and leveraged on for organisational
prosperity.

Oniy by peristent and unremiting pdveational etiaits wil wa one day 5o that mudusl helpfulness and tolornco between diffaring paoples have bectme as Important
tc our weliare a8 havian clean air, clean watar. and 3 dealiy anvironment.
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10. Closing Remarks

O's participation in this research suggests that they are committed fo developing their capacity around the
successful engagement of diversity in their organigation, This is particularty true for the HR managar who
drova this process and who continues to show commitment to transformation. There can be e doubt that O's
intentions argund transformation are sound and that they are making progress in various areas, like the
tecruifment of black women into professional posts and the recruitment of a disabled person, These
successes are, however, undermined by the failure to address more deep rooted problems, the origin of which
are historicat and sacial, and which O shares with most South African organisations.

The major problem with diversity at O 1s that it is equated with employment equity. The naming of the EETC as
a body for the engagement of divarsity is the first indication that "diversity” is seen as that which is required by
the: Empioyment Equily Act. As & result diversity is very narrowly conceptualised and engaged with in a very
fimited manner. ‘

This is reflected in the lack of strategic interaction with diversity as a positive which can be leveraged for
business advantage. There is ne policy on how diversity will be used as a business strategy and as a rasult
there is no poliey to support such a strategy. Ancther result of this lack of strategic engagemant is that
transformation is nol seen as core business and not integrated into operations but rather tends to be
ghettoised in HR. The reason for this is circular transformation is not seen as a competitive advantage, but as
something which must be done to appease the Department of Labour, that is, it is seen as employment equity.
The only way in which transformation can ba driven in any organisation is if a diverse workforee is seen as a
positive asset and capitalising on that asset is driven from the top through strategic imperative, which means it
becormes care business rather than a pesky add on,

The EETC was always going to fall short a5 a body for the proactive engagement of diversity, because itis a
bedy for implementing EE. The two are however not mutually exclusive and a functional EETC should
contribute to an organisation working more constructively with its diverse workfarce. |t is, after all, a hody
designed to facilitate democratic process. The EETC at O has experienced numerous successes especially in
the areas of recruitment and training. There are, however, major impediments to its functioning as a
demacratic structure and as such as a body for “embracing diversity”.

The EETC's difficulty as a democratic structure extends well beyond the internal functioning of the committes
telf. It extends to the fact that it is seen as responsibie for something which is not core business and
therefore peripheral. It also extends to ihe organisational cutture in which it operates, oneg which is in part
responsible for the peripheral status of the EETC. The urganisational culture is clearly characterised by a
divide between management and "the people” and racial and gender discrimination, both subtle and overt. It is
also characterised by a lack of willingness or capacity to engage these issues.

Only by peralstent and unimmillng educaliona elforts wil we one: day sae hat muluel beldfuiness and tolarane: batwaen dIfonng peCDies have basame as impariant
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within the arganisation is merely a reflection of a broader culture located in g particular social and historical
context, Q is an organisation operaling within a country with g history of racism and sexism and like any other
social space they arg not immune. Tha probiem in O is that this social and histerical legacy is not being
addressed proactively. It is being engaged reactively (in response to legislation) and in many cases svoided

and denied,

Gnly by persistent snd unremiting educational effarts will we tg day st that mutual helpfuliess and tofarsnce Datwenrd diterng peoples have becoma ag inbortant
1y gur weltare as having clean gir, clean water, and a hoglthy enwronmant,



CORMPANY (2 REFGR (- BEGA BAO T G2

Vs R, ) 20 e 1

References

T U L R L T R 1L L e s e ety ey

Secondary Sources

Adler, N. (1897) intarnational dimensions of organizational behaviour (3* edition). Cincinnati; South-Western
College Publishing

Babbie, E & Mouton, J (2001) The practice of social research {South Alrican adition). Cape Towrt: Oxford

Liniversity Press,

Billig, M. {1988) Methodology and scholarship in understanding ideological explanation. In G, Antaki (Ed.}
Analysing everyday explanation: A casebook of methods {pp. 198 - 215). London: Sage Publications

Deetz, 5. (1897) Democracy in an age of comporste eolonization: Davelopments in the communication and the

politics of everyday fife. Albany: SUNY

Essed, P. {2002) ‘Everyday racism’ in Goldberg, 1. and Solomos, J, eds. A companion fo racial and ethnic
studies. Malden, MA: Blackwell FPublishing

Ferdman, B. M. & Brady. . E. (1996). Modsls of diversity training. In . Landis & R, Bhagat (Eds) Handbook
of intarcultural training (2nd edition). Thousand Qaks, CA: Bage

Fischer, AH. & van Vianen, E.AM (2004) The persistencs of the glasz ceiling: Masked masculinity in

organizations. In P. Essed, A Kobayashi, & D. Goldberg (Eds.) A Companion to gander studias.
London: Blackwell.

Foucault, M. (1977) Discipline and Punish: The Birth of the Frison Londan: Penguin Books

French, E. & Delahaye, B. {1996) Individuat change transition: moving in circles can be good for you.

Leadership & Organization Development Joumnel, 17(7), 22-28

Gardenswartz, |, and Rowe, A, (1597} Diversity management; Practical application in a health care
organization. Frontiers of Health Services Management, 11 (2)
Grimes, 1. (2001} Putting our own house in arder: whiteness, change and arganization studies. Jounal of

Cnly by petsistant and uncemilting educational efforts will we ane day soe hal Motual heiptuingss and tolerancte batween differing peopl=s have tacoma a3 finpattarit
1 our weilars 65 baving clean air, claan watar, and a heatthy cvironmant,



LR AMY O REDCRT .y
e

LN

L L EURI IR ey AT A I S e L i 1 AL T Y 8 et et

Organizational Change Management, 14 (2}, 132-149

Grimes, D, (2002) Challenging the status quo?: Whiteness in the diversily managemsnt literature.
Management Communication Quarterly, 15 (3}, 381-409

Hardiman, R. & Jackson, B.W. (2000) Conceptual faundation for social Justice courses. In M. Adams, W,

Blumenfeld, R. Castaneda, H. Hackman and X, Zuniga (Eds.),Readings for diversity and social justice:
An anthology on racism, antisemjfism sexism, heterosexism, albeism and classism. London: Routkga

Hayes, V.R, & Russell, AM. (1997) The diversity directive: Why some initatives fail and what to do about if,
New York, McGraw-Hill

Hicks-Clarke D, & lles P, A, {2000) Climate for diversity and its effects on career and organisational altitudes

and perceptions. Personnal Review 29, (3} 324-345
Johnson A.G. (1997) Privilege, power and difference. London; MeGraw Hill

Kersten, A. (2000} Diversity management. Dialogue, dialectics and diversion. Journal of Qrganizational

Change Management, 13 (3), 235.248
Lincoln, Y. 8. & Guba, E.G. (1985) Naturalistic Inquiry, Beverly Hills, CA; Sage

Lorbiecki, A. and Jack, G. (2000) Critical turns in tha evolution of diversity management British. Joumal of

Management, 1, 17-31,

Macaipine, M. & Marsh, 5, (2005) 'On being white: There's nothing | can say’, Management Learming, 36(4),
429-450

Miles, M. B. & Huberman, A. M {1894) Qualitative dala analysis: An expanded sourcelook. Thousand Oaks,
CA: Sage

Mifls, A.J. (2002) Studying the gendering of organizational culture over tima: concerns, issues and strategies,
Gendsr, Work & Organization, 8 {3), 286-307
Nkomo, 5. & Stewart, M, (2005) Diverse identities in srganisations, In S, Clegg, €. Haidy and W. Nord (Eds)

Only By parzistent and unremiting ducationa) atiorls wil We 0N day 50g thal Mutual halplutness and tolersnte betwran diffening peoples hava bacome as impartant
9 our walfzre ax having clean i, clean water, and & heaithy anvirarnt,



COMPANY 0O REPQRT . DEISA FRogEoy 0]

ST N RTRRE S VT LB DL e, RN L N K a1y e U U it AT, AT b el mmte i

Mandbook of Crganization Stydies (2" odition). London, Thousand Oaks CA and New Delhi: Sage

O'Hara-Devereaux, M. &Johangen, R. (1994 ) Globalwark: Bridging distance, culture ang time. San Francisea:

Jossey-Bass Publishers

Roasevelt Thomas, R, (1 990) From affrmative action to affirming diversity, Harvard Business Review, March-
Aprif 1590

Smith, Derek (1998) What is the bottom-iine impact of diversity? Research report as part of “Leading diversity:
Benchmarking successiul practices for the global market place”, A study by Linkage Research Group.

Wethgrell, M. and Potter, J, (1988) Discourse analysis and interpretative repertoires. In C. Antaki {Ed.)
Analysing everyday explanslion: A casebook of methods. London: Sage Publications

Society for Human Resource Management (2005) Defining Diversity [Online], Available:

http://www.shrm.orgidiversity/deﬁningdiversjty.asp {March 2005)

Strauss, AL & Corhin, J, {1990) Basics of qualitative resesrch: Grounded thoory proceduras and tachnigues.

Newbury Park: Sage

Strauss, A, L. & Corbin, J, (1894) Grounded theory methadalogy: An overview. In N. Denzin and Y, Lincoin

{Ed.) Handbaok of qualitative reseanzh, Thousand Qaks: Sage.

Tueson Carperate LGBT Goalition (2002) A Whita Paper [Onling). Available:
http://horne..earthlink,netf-tclgblc!indtax.html [March 2005)

Primary Sources

Documents

O EETC Meeting Minutes 2000 - 2004

0 EETC Membership List 2004

0 Employment Equity Reports 2000 - 2004

O General Notice, Harassment and Intimidation, 15/12/04
G 150 Handbook 2004

Only by persistent and wrrEmiiting cdusational effurls will we are day sbe that mutis helpfuingss ang 10ierknce Slwimsn diftnrng peoples have becoma as importamt
0 our wallare 35 having ciean ai, cloan water, and & healihy enviranment,



1T . ESA
S News Lattar lss;e 4November200§mmm B 1 0 R 1 0
O Promotional Literature 2004

O Vision and Mission

0O Staff List February 2004

C Haff Survey 2000

O Website [February 2004]

Interviews

5 Admin/salesimarketing/tab staff 16-17/02/05
CEQ 18/02/05

12 EETC membars 15-16/02/05
4 Focus groups 16:02/05

4 Floor workers 16/02/05

HR manager 14/02/05

2 Middle management 17/02/05
Operations manager 17/02/05
Master scheduter 18/02/05
Strategy manager 18/02/05

i Investors in Peopia {IiF) iz & standard that sats aug good mahagemant and people development practice. f $erves ag @ tnol for organisational
and business devalopmient and I based on goad practica amongst prefarad employers (Soloman, 2005).

The standard was decigned in the United Kingdom in 1800 by & Nationzl Training Task Force in partnership with leadlig natlonal businesses,
personnel, profazsional ang etmployaa organisations. It was designed to provide @ nationa) framework in tha UK "far improving business
porfoimanca and competilivensss. threugh a planned approgch to setting and cammunicating business objectives and developing peopie to

meet thesg ohjeatives.” (ip:/ mm:w_iipuk_gquk,'||Pﬂmerm;UInveatarsinPeopleANha'liainuesmrsinPeapiuIDefault.htm)

liP hag haer intraduced to South Afics ag part of the Natlonal Skills ang Davelopmant Slratagy. At present I is being piloted in 40
arganisations and government departments 1o assess the contribution that T ¢an rake ta this atratagy. The purpose of the LiF piiot pioject s to
"eatablish a natioral standard, linked 1o the grant systemn, 1o promote peaple develaprnant within organisations” (Seloman, 2003, p.3). Tha
development of this Btandard 12 one of the Jegs of the Labiour Market Skills Development Frogramme of the National Skilla and Cevelopment
Stratagy. To achieva the firsl objective of Ihe National Skills ang Develapmant Sirategy, "Develaping a culture of Jife long leaming” tSolomon,
R4, an avorage of 20 onlerprisos par tector (eg. gavernment departments, SETAs, farge corporalions) will have achieved or be cammittad ta
NP for bugingss davalopment,

liP i based on 4 principles which must be demonstrated by vrganisations to receive accreditation. Thery are: Commitmenl, Planning. Adtion and
Evaruation. These principles *are supported by 12 indicators, or criteria, against which organisations are ‘massured' through independent,
external esgessmmant” (Sotemon, 2003). Each indicator is raalized or not aceeeding to epecific evidente, The benefits of IIP for crganisations
Inelude a better ¢apacity (o manage change, improved profitabilty, the creation of new work tultures, the attainment of goals and the fecognition

of employers who cara about their employess (Solomon, 2003).

Only by persistant and unreritting sducalianat efforts will we one day $ee that mutual haiptuliiess and folirance batwaat differing pecples have becoine as impariant
t0 o wellars as hasing clean ar, clown waler, and a healihy gnwtonment




APPENDIX 1 - Summary of DEISA Project

DIVERSITY/EQUITY INTERVENTIONS IN SOUTH AFRICAN ORGANISATIONS RESEARCH PROJECT
This national research project is funded by SANPAD (South African —Netherlands Fartnarship for Alternatives
in Development), SANPAD's interests lie in contributing fo transformation, especially through inpite to peticy-
making. # supports the capacity-building of young researchers.

Intreduction

For the last ten years we have seen a growing ‘industry in 'diversity’ work, where agencies offering
consuitancy on diversity (and related issues) have mushroomed. Thare is no proper register of such agents,
hor are there any standards by which such work can be categorized or assessed, aspecially regarding
outcomes aimed at 'management of difference’ vs. 'transformation’,

The intention of this project is ta theorise diversity and transformation from 3 South African position as well {o
deepen the discussion around marginalisation, gender, culture and power atc.

Defining diversity

There are many types of interventions that would classify as dealing with diversity, e.g. race, gender, human
rights, employment equity, disability, affirmative action, organisational change, organisational transformation,
leadership ete.

There is a need o explore the distinction between diversily as 'differance fmanagement’ and diversity which
aims at transformation of the existing social relations in organisations and institutions. We see this as the
difference between changing the masks, or changing the deep strueture and values.

Research Aims

= To create a database of organizaticns and institutions working on diversity and equity in SA

= To zssist towards developing best practice standards for working with diversity

+  Tofeed into policies regarding diversity e.g. the possibility of developing SAQA standards.

+  To publicize the findings of the research through articles, materials publications and workshops / seminars,

Participating Research Institutions

The two participating South African institutions are;

= The Institute for Intercultural and Diversity Studies (INCUDISA) at the University of Cape Town (UCT) is
responsible for national coordination and researching the Western Capa.

«  The School of Business leadership (SBL) at the University of South Africa (UNISA) is responsible for
Gauteng



Project Team Structure {See dlagram)

STRUCTURE

STEERING CO MITTEE
' A s -

CE GROUP

o

ng.ﬁﬁﬁmﬁ
Mr Vangeli Ghiiza - GOL Adv. Thull Matonscia — Gom for E6
Com, Razhida Manjon - Con for Garder Equahty Ma Sepenzle Matsebuls — CEDF
Ma. Makhosazona Sibake - NYC Mr Thomas Kntsize - NUM
pf 1apac Swada - BME M5 Juiia HIR Miatl - GIEA
Mr Farouk Robertson - Divarsily Gonautints Mx Lofratne Stobrr— O0AC

Mr Horbart Mihize, HEDAG

Please note that the UKZH (s na longer participating.

Steering Committee The SANPAD, alf project leaders and coordinators from the participating institutions ara
part of the Steering Committes, Their Folg is to Qversee the implementation of the research project, to provide
vigion and cohere the methodology.

The Project Manager is Claire Kelly. She caordinates the project from iINCUDISA at ucT.

Reference Group The Reference taroup (RG) is & veluntary advisory body consisting of stake-halders. 1t will
consist of a broad spectrum of represantatives from various institutions in governmant, NGOs and the private
sector. The RG's main function is 10 act a3 a link between the academic endeavour and the practical
experience of diversity in organisations, At strategic junctures the Steering Committee will meet with the RG.
There are also instances whers the RG will be asked to participate in Eocus Groups, They will help identify
potential respondents, and form part of the dialogue regarding the development of a best practice model and
its applicability. They will atso help with the dissemination of the research findings.

Research Process



The project consists of two phases:

Phase |: Database — Creating a national directory

This phase consists of an audit of consultants in the field who are doing divarsity work, We will list:
Consuttants (Who)

Products (What)

Phase |: Case studies
In the second phase (to start in 2003), we will select 15 organizations' case studies of clients based on the

consultancy's self-rating of success' . There will be five from gach geographical area, and spanning diffarent
time-framas. Detalled case studies will be developed. The case studies will be done by Masters students,

Cutcomes

Together with the information gleaned from the database, the Case Studies will form the basis for developing
criterta and standards for interventions. These will be formulated into guidelines to be presented to the various
stakeholders and inferest groups, in particular the relevant group for SAQA.




APPENDIX 2 - Interview Questions

Interview with EE Committee Members
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How were you elected to sevve on the committee?

What Is the role of the commitiee?

What is the refevance of this Fole to the husiness' aims and objectives?
What is your tole in the committea?

What analysis has been conducted? (of barriers)

What were the results of this analysis?

What plans have been put in place to address ihe results of this analysis?

How do you monitor and evaluate the impletmentation of these plans?

0. What mechanisms are in place to raise concerns?

10. What in your opinion have been the greatest achievements of the EE Gom, fo date?

11. What are the barmiars/obstacles you experience in your work on the EE and Training committee

Interview for “Diversity Providet”

T =T - LR R B

8.

VWhat activities have OF initiated around working with diversity?
What was/ls the purpose of these activities?
Who initiated the activities?
Wha was involved in the planning of these activities?
Al whom were these activities directed?
What issues do/did these activities deal with?
Wiat has been the most successful outcome of these activities? Why?
A What has boen tha most successiul activity? Why?
b, \What jssues did this activity deal with?
¢ At whom was this activity directed?
d. Who was involved in the panning of this activity?
o. Who initiated this activity?
f What was/is the purpose of this activity?
What has been the least successful outcome of these activities? Why7
a. What has been the least successful activity® Why?
b What issuas did this activity deal with?

c. At whomn was this activity directec?



d. Who was involved in (he planning of this activily?
e Who initiated this activity?
§  What was/is the purpose of this activity?
9. How are these activities linked to business objectives, if at all?

10. What is the rale of HR in the context of these diversity activities?

Intarview with Staff

How was the EE Com, started?

-

2. Why was the EE Com. started?

3. What is the purpose of the EE Committea?

4. What issues does it deal with?
Probe:
language alienation
culture discrimination
clags religion
sexuality nationality
disability organisational hierarchy
marginalization marital status
identity hiv
educational level rights

5. What have you seen change because of the EE Com.?
6. Probe:

individual growth

interpersonal interactions

group dynamics

team spirit

organisational restructuring

organisational culfure

eommunity level change
7. Are other people behaving differently because of the EE Com.?
8. 1f yes, who changed and how would you describe that change?
8. If no. why not?
1. Are you behaving differently because of the EE Com.?

11, if yes, can you describe that change?




12,
13,

14,
15.
16.
17.
18.
19,
20.
21,
22.
23,
24.
25,

1f nio, why not?

Do you feel a change in the way you feel valuediseen/ heard in the company because of the EE
Com.?

If yes. how would you describe this change?

If no, why not?

What mechanisms are in place to raise concamns?
What concerris have you raised with the EE Com.?
Mas there been, to your knowledge any follow up?

if yas, what did it involve?

If no, why not?

What is the most successful part of the EE Committea?
Why?

Whal s the least successful part of the EE Committes?
Why?

yhat would you change about it?

Interview for Senior Management

1.

What strategies do you have in place lo leverage on diversity, if any?

a Are the strategies linked to EE? i s0, how? If no, why nof?

b, How do they fit into business objectives, if at all?

6. How do you define the success of your sirategies?

d. Fow do you measure this success of these stralegies?

e, What has the impact of the stralegies on the husiness heen?
What is the company doing to measure the performance of managars and staff on issues of diversity,
if anything?
\What is the role of the Employment Equity and Training Committee in achieving the business’ aims
and objectives?
What in your opinion have been the greatest achievements of the EE Com, o date?

What are the limitations of the EE Com.?



APPENDIX 3 - DEISA Case Study Research Process
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APPENDIX 4 — Workforce Profile

4.1 Workforce By Job Level Profile 2000 4.2 Workforee By Job Level Profile 2004
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4.5 Workforce Profile by Gendar 2000
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4.7 Workforce Profile by Gender 2000
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4,9 Workforce Profile by Raca 2000 4.10 Workforce Profite by Race 2000
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Colour Codes for Graphs

i & . Unskitled and defined decision making

& . Samil-skilled and destretionary decision making

4 - Skilled technigal and academitally qualified workers, junior nraniagement, supervisors foremen, ang supanntendents
! ” 4. Protessionally qualified and expedenced specialists and mid-management

7 - Senior manggament

1 - Top manageameant

4.13 Occupational levels for Permanent Staif 2000 and 2004 {by Race and Gender)
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4.14 Recruitment into Occupational Level 2000 - 2004 {by Race and Gender)
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4.15 Promaotion info Cosupational Level 2000 - 2004 (by Race and Gander)
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416 No. of Terminations by Type and Year
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417 % of Terminations by Race and Gender

Terminations 2000 - 2004 (by Race and Gender)
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4,18 Disciptinary Action 2000-2004 (by Race and Gender)

Diaciplinary Action 2000 - 2004
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APPENDIX § - Details of EETC Minutes

tEET(‘J Trammg an

d Skma Develupment

>analysls of the training required in the Company.

'Mmute DBIOBIOO In this rmeeting the comm;ttee is meant o develop an acti

of this training. The minute, however, does not convey 1o what extent this happened.

Mmute 12/03/01: There is 10 further discussion
1 cormmittes marmber expresses the view that “the committee daes not know who is going on training”

. The minute goes on to say, "He gueriad why § peopla went on a LoUrse. He believes that senior

people are being tr

ained 'set-

Mmute 01!08/00 The CDmﬁ'II.ﬂBE ravaews 1he Trammg and Skllls Devalopment Act and undertakes an

on plan 1o ensure delivery

of 1raming and skllis deveiopment agaln Llr‘ltl| the aa

up', but that previous disadvantaged were not being trained.” It is then

decnded that a chairperson be appointed 1o oversee the training committee. This, however, doas not

ensure a consistent focus on fraining and skills development by the EETC.

Mmule 28/08!01 'T“he comrnlttee engages in a

éonce again identifies training priorities

discussion on the Workplace Skills Plan (WSF’) and

There 15 ‘o‘nly one meeting of thé"EETC in 2002 and ‘tha ﬁ;ilﬁuteé"éf meeﬁngs' anly ref'iec;,i a discus'éioﬁw

iun training again in October 2003.

 committee does not meet again untilt Aprl of 2004.

Mmute 55}04!045 Aﬂeﬁﬁ

' subrnitted by 15/06/04

‘Mmute 25/05!64 itis acknowledgad that there ns a dﬁ

;trammg that actually oceurred

 Minute: 30!06)0&: ”i';‘revié‘wing the E'quity Report, the committes noies that a posiive
introduction of ABET Training but that there has been a significant drop-out rate due
attendance and dismissats, with only two candidates writing the exarm, The first line-

J Iearnershlp is, how

gver, said to be one of the most successful training programs.

Nimite 97110/03: At this mesting atrangements ars made for ABET training to commence. The

;'n ié, draﬁn to-thé factﬂl{hat a‘report oh all training dm;e and the WSF is‘to be

crepancy batween Irammg that was plannad and

was the
o poar
managerment

i
1
\
-




Employment Equlty Raports
Members bemg referred to the sectuon on bamers to EE (Mmute 12.’03!01 14!06.’01)
Concern bemg expressard abo:.xt the poor equﬂy Ievels at senmr management ievel (Minute: 25!05!04)‘

And in the minute of 30!09/04 the followmg was rarsed in tha re\new of the Eqmty Repon
:Dmclphnary action taken fevet of a serious concern

Oualitative assessment - policies, procedures to ve reviewed

i1\‘legantiu.rn=.- and positive autcomes of training impiementation

%Positive - implementation of ABET but high drop-out due to disciplinary and poor attendance. 2
students to write nals. ‘
EFirst fine management learnarship training alt students are still on course Unique and positive n O that
EE & Skills development and integrated pracess

Negative — top structure of management not diversely repregentad

QSIow progress in promoting certain race groups into supervisory & management positions,




APPENDIX 6 - Other 18sues Considerad by the EETC

3 Sﬁﬁlmsﬂy ofissue " 'Relevant minutes
| Af various stages, the EETC attempted 6 a4ig7i60; 01/08/00; 03/08/00: 17/08100;
complla lists categorizing staff per + 07/09/00:

i empiuyment category and to clarify the nature 25/05;04

i . of staif contracts, for example, permanent,

. contract, non-permanent, &c.

i This task received much attention in 2000. .
Menhnn s made of the need lo focus on | 'S4107100; 22104104
mdlwduais with disability but no reference is |

l made as to how this needs to be taken up.

" The need for a sexual harassment policy is  * 06/08/04
1dent|r ad but not taken up.
Eqwty at mahagement and senior T Tigi08l0s; 25/05/04; 30/09/04

managemem level is noted as an area that
| needs particutar attention as 0 falls short here ;

' EE staff survey/questionnaire: t ag/08/00; 16108/00; 0810/00; 12/10100;

| In 2000 the EETC undertekes an EE staff 26/10/00
| survey. Minutes of 5 consecutive meetings l
i reflect planning undertaken for this but there is
i ne record of discussions of how the outcoma '
l of this survey should inform the work of the

i EETC.

' in 2003 it is agreed to once again conduct the
i , 09/09/03
| same survey with staff



'

Communication around EE

|
| The EETC is aware of the fact that

communicating around equity and diversity

' 07/09/00; 19/08/00
 28/08/01; 22/04/04

isaues is vitally important in two meetings they

talk about placing notices on notice boards
and in two other meetings they scknowledge
the need for making presentations to staff on
progress made. 1tis unclear whether this in
fact did happen.

" Aiiegations of ragism

There are three inatances in which the.

. committee has to deal with allegations of

 racism. In the first instance & comimittes

i 16108/00; 05/10/00
L (2} 2BI0BIOY

!
(3)17/06/04

" member is appointed to investigate the matter. '

! Ha finds that the incident is ip fact not about

raciam bt is about confusion around decision

i making processes.

The second alfegation stems from the same
department but it is not clear how thig is
resolved while the third allegation was to be

! investigated by the MR manager

The third allegation by committee member
who asked why white students did R&D and
black students were relegated to the lab.

Grading & Job Specs

1710672004

1

1412000




APPENDIX 7 - 1ssuss Raised by Floorworkers

 Recruitment &
Selection practlces
perceived as

t inconsistent and

' unjust

' Perceived racism and
favouritism of

; particutarly coloured
| gtaff

" lpave again

ihey only started doing the inferviews for sach and every person last year

December but before that they would just advertise in the position and the
next thing you don't get an answer you don't get an intsrview you get somebady '
fram outside travelied info the company and what happen then those people
that coming from outside they don't fast they stay for @ few months then they

ni

= nou hoor ons net eike keer dasr's nog klomp poesitions, Die posisies vir dig

. Ofs HOU ViF 0hS Sien dan sten ons higr korn eng van buitekant wat nig eers

i

ingeskryf het vir daal werk nie dan sit daal een in position.

- wAlmal, almal, hulle het mos gesé ons moa! apply, apply, apply. Okay. jy apply,
? Jy word geinterview...., maar iy weet vir n fail, hulle hal kizar iemand, hulle het

Klaar iemand in mind om daar te werk, Dis maar net om vir die Equity daar to s:t
dat ons... en hulle weet wat hulle daar it en aap die einde van dig dag, dan's
. dit dan is dit daai persoon. Dan is dit, dan is dit glad nie die wat ge-intérview

L was, ..

wif

" “oand another thing abouf omployer they employ & lat of coloured peop!e here

. they didn't eémploy the Africans and the post is for the coloured people =

« _espacially the managemen! leval supervisors or they don't care whether you
do have gualification or you are suitable for posts.. | think thet few coloured —

. mense en daai as it op die computer is it maar dit is nie buard nie - nou mabre as :

. cotoured people into the positions they hand pick someawhere a calored person ;

or a while parson outside there.”™

"t think better than the committeg must check the people how do they employ =

nat to mayhe to employ maybe coloured 5 and African 1 must be 50 50 must

check thal ™

© el the other thing is | don't think they doing anything because | don't thirik

they 100% sure hat there is racism they don't see it thaf way and the other thing |

is like you cant just go to them and tell them but | feel like raally I'm treated this

WY OF LUNIgss you 56% t'm fat and you need fo have people supporting you..™




inconsistent practice

: with regard to making
individuals permanent
! and ‘bad treatment’ of

| casuals

'
|

' ense that people are

‘ not fairly promaoted

L «..in 1997 after me and then afer tial he employed the other people efter those

i paople who are coming after me and then Uil now is mot permanent its 8 years

niow - that s racist to much in this company to much racist."

“Pve got a problem here | don't understand how many months a person mus be

acasual... | know nothing about what's going on but [ lang for 8 years this is

the 8" month but they employ pecple who came after me P'm sure its becauss of |

this and | cant finfsh you see, They are just using me . I'm a casual or
somatimea maybe after 6 montfis they call me back you see | don't know = they

. just pul me in thet stage | don’t know about L

*Dit was af voor, soos ek 54, as daar ‘n meeting moet gehot word, dan vra ons

| now hoekom s sakere temps permanent an hosko is sekere manse dan nig

" permanent en loe dagi was die mense $o exXcuss, dis omdal daal mense nic

matriek gehad ket nie, daarom is fivlle nie perm nie ... Daal was dig excuse

| gewees.”

v ak meen, dis, die Temps dosn dieseifds lipe werk wat ons doen [Ja], alright,

* maar hulle kom by Union Meatings dan het hutle nou nie $& nie, dan moaf dia

* Permanents alfeen in die meeting wees, maar hulle het nie, hulle dogn digseifde

 Now werk jy 15 vandag werk ek 18 jaar hier by die O .. but hier is ek ‘n niks. W

tipe werk, hufle word digselldle pressure geplaas, e hel al die responsibilities
wat ons hef en plus, daar's, daar's Temps wal in positions iz wat amper op 'n
Seniar level is, ..

word nie gesien nie. Al die posisies wat hier kom ek kafi almal daai werk doen

_man gk werk dan lang genoeq want ek werk elke dag maar hulle sien e vir jou

nic. Is om jy is standerd T uit fy kan nie daai job kry nie maar fy werk efke dag
; met daai werk en jy sit elke dag op die computer én jy wiat jy kan dit doen gat fy
~ vaorentoe dan sien jy net jomand van buftekant het daal werk gekry jy word nig

" gesion hier hie.

nan

3

'
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DEPARTMENT OF LABOUR

(Confidential)

Declaration by employee

PLEASE READ
THIS FIRST

Purpose of this form

This form is used to
obtain information from
employees for the
purpose of assisting
amployers with
conducting an analysis
on the workforce profite,
Employars should use
this form to ascertain
which employees are
from designated groups
in terms of the
Employment Equity Act,
55 of 1998,

Who fills in this form

Employees should fill in
thig form,

Instructions

Employers must ensure that
the contents of this form
ramain confidential, and
that It Is only used to
comply with the
Employment Equity Act, 55
of 1998,

‘People with disabilities' are
defined in the Act as people
who have long-term or
racurring physical or mental
impairment, which
substantially limits their
prospects of entering into,
or advancement in
employment.

1. Name of employee:
2. Employee workplace No:
(This i& the number that an amployericompanylorganization uses to identify an
employee In the workplace,)
3. Piease indicate to which categories you belong:
Male |:| Female |:|

African || Coloured [ Indian [ | White [
]

If you are not a citizen by birth, please indicate the date you

Foreign National:

acquired your citizenship: ...
Person with a disability: D

Specify nature of disability:

4,

| verify that the above information is true and correct.
Signed:

Employee
Date:




- Gender Insensitive - “What happened last waek = they put me ta work night shift for the 4" day

| practices without my family I'm not suppose to do that s6 | if you dan't fight for yourself no ":
one can fight for yourself. 1 go straight to the management | say | tedd mm my E
problem, o he put me for day shift here | don't know whats happening™ ’

“1990 hat ek op Maternity Leave gegaan. Toe ek tarugkom, toa kan ek net vir'n
" maand Leave, ‘n straight skof, maar hlle weel ¢lis nie maklik, as jy, asjy 'n baby
I

kry, die baby makeer nog sorg en daai, Hulle sien nie vir jout aan om vir jou
fanger te ges nie. Miskien twee maande, of drie maande, net lerug dagskof toe. 3\

; Hulle foree jou, as jy hie kan Night Shift werk nig, dan moet fy maar jou goed vat i
| enloop... . Sodaarin daai apsig help hufle ook nia dig vroumense nig. 5o hier
: moet jy te bang weos om 'n baby te kry, want as jy terugkom, dan is daar die
- wark vir jou nie, of hulle 56 vir jou, As jy nig kan shifts werk nfe, dan moel ¥

| maar bly waar jy is. Bly by die huis genkeer &n daai's wal hulle vir jou $€ en ‘)

© daai's wat gebeur. ™

* Dis Supervisor verwag sommer die plas wat ong pak... vroumense moat dit
doen en die boks is haje swaar om op & lef en 85 'n mens [kla] dan sé hulle net .
| twee vroumense moel dit lig,..."" |
‘ i
P “Ja, jy o most maar halg {Onhoarhaar). Sommige mense kom na jou werk, dan .
; word hulle “Permanent” gemaak en meeste van die, wat hier by O, mansmense
word mearder “Permanent” gemaak as wat vioumensa “Parmanent” gemask "
: word... Meesta mans, s008 byvoorbeeld, fos ek hier kom, ne, toe het higr nog
| gé vigr, altwee daal wat saamgekom hef. fmansmense is af "Permanent

*,

Wi,



. Concerns about the
‘ implementation of
Performance

| Management

| “Yeah they doing that performance management hut my problem s with the

performance managemant it's not clear it doesn't clearly indicate what exactly

" are they imagining you see because like they started last yeah with the

performance management and then they say 88 from this year they gorua make

; ita permat

1ent thing you see but last year al the end of the year they have to call "

« Ug your manager fhas to call you one by ohe artd fall you how was your

. performance — and { was not happy with what | got because you krnow how you

| do your work and you expect | mean although they give us the same amount of

ey

, bonus nothing change bul the way they did the performarnce management is nof
Hight...

1
b




APPENDIX 8 - Mitton J. Bennet's Model of Developing Intercultural Sensitivity

Source: Hayes & Russell 1997 22-25

Wﬁanlall : DE'E;HS;H !

|

. Stage 1 Stage 2
Minimization of

Dilfarencs

Denial of Difference ;  Defense Against
i .
! : Diferance

b Inthe athaggentric
state there it ho
; racogrilion of cultural © recognise differences

Paopie at this lewel 1 Paople atiislovel
! recagriise and accapt
L or other difietences.
* Primatly begause of |

| inalation er intentional '

superficial
. difforences, sweh 88
1 .

and svaluate them
acgalivaly. The

greater the - physical appearaice

separation the

i while nolding that ai

individual does not ! negative the

cvaluation. People at human beings Bre

| have sufficient
i catagorias 1o netice

‘; differencas. He ar she ]

this bevel cfien

potave gsif | Tho emphasis at this

threatanad. stage (s on the
Nifferences are

detgrated and

! attriblies inteligence
'
or perganality 10

. deficlency o sulturally |
" ia pssentially ik us™). |

| deviant behavicur. negative sterealyping
There is a terdancy acgurs. ‘
{o show exireme
. prejudics and ta
U datumarise people ,‘
| enen as oulsiders. | ‘
Ethnocentric Stages "

Minimisatioh

5;;993 \

" ditterances, the mare or @ating cUstoms, 3 behaviour and values, |
These differances ara

. agzanbally it same. and altarnative ways

Acceptance Adaptation integration
| |
Stage 4 stages  Suges
Acceptanca of Adaptation 1o Integraklon of
Diffarence Ditfcrence Differance
: |
Thelevelis  Athislevel | Thislevelis

charactarized by individua!s are charactenaed by the
duvetoping Irtarnaisation of

communicaticn skills higutural ar

{hat enable effective  taultieultural frames uf}

yefarence. ndividuals |

recognition and
appracistion of
differences in
gormmunicatian
" af il lave! malntain |
" & afinition of idently ;
! which is marginelte
any particular culture

of group. '

among peoplc who

are different (ali of
us). Adaptations

inclyga the efiective

accepled Bs viable

{0 organise human

existenca and use of empathy and

| curirrenakly of basic | function successiully : shifling one's frame in |
! values {i.e "Everytng |

" order to understand '
_ and be undersived. |

in the waorld.

Ethnotelative Stages
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; zesette 3: Focus Group Black (English}

" Gassetto 3: Goloured (Afkaans)

i gpmctie 4: Focus Group Women (Afrikaans)
W Cassette ¥; Foeus Group Black {English)

¥ (asgatte 3. Focus Group Biack (English)

¥ = assattn 3 Focus Grovp Black (English)

“ Cassathe 3: Focus Group Black (English)

¥l pcaette 8: Fooys Group Black (Englizh)

1% o ccatte 3: Focus Graup Black {Englizh)

¥ Cassetie 4: Foous Group Wornen {Afrikaans)
M cassatie 4: Focus Group Men (Afrikaang)

il Caksette 3: Colaured (Afrikazng)

M~ nsaelte 3 Facus Group Black (English)

I asselle &: Focus Group Wamen (Afrikazns)
W ostelte 4: Focus Groun Woren (Afrikanna)
¥ asselte 4: Focuy Group Women [Afrikaans)

M - asaatte 3: Focus Growp Black (English)
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