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THE CHAIRPERSON’S REPORT

Nyaniso Siyana
NUMSA, Chair

The LRS has stayed true to its objective of being a research and an educational institution of 
a public character that provides support to the Trade Union Movement. I am proud of the 
diverse and yet focused work of the LRS and the contribution it makes to trade unions, despite 
its relatively small size.

The 31st Annual General Meeting (AGM) of the LRS was held on 24 July 2018. I am pleased to 
report that 13 of the 15 trade union members of the LRS were represented at the 31st AGM.

Trade union member participation at 31st Annual General Meeting of the LRS:

After several years of continuity, this annual general meeting saw the election of five out of     
six new members to the board. 

The member trade unions present at the AGM elected the following individuals to the 
board of directors:

Monwabisi Gwebityala (FAWU) U Funeka Klaas (SACCAWU) U Phumzile Mvovo (NUM)
Zandile Phakati (SATAWU) U Thabo Raserope (NEHAWU) U Nyaniso Siyana (NUMSA) (Chair)

The elected directors of the LRS continued to discharge their duties in 2018 as part of their 
critical oversight role. The board met three times in 2018 and the table that follows 
describes board attendance in this period. The board approved the organisational budget, 
and made recommendations on the appointment of auditors and in respect of the audited 
financial statements of the LRS for the AGM to consider.

The trade union membership of the LRS remained steady in 2018, with 15 member unions 
representing close to two million workers in South Africa.

LRS MEMBER UNIONS 2017/2018 ESTIMATED MEMBERSHIP

Chemical, Energy, Paper, Printing, Wood and Allied Workers Union (CEPPWAWU) 51,061

Democratic Nursing Organisation of South Africa (DENOSA) 84,000

Food and Allied Workers Union (FAWU) 124,000

Health and Other Service Personnel Trade Union of South Africa (HOSPERSA) 66,721

Independent Municipal and Allied Trade Union (IMATU) 72,246

Metal Electrical Workers Union of South Africa (MEWUSA) 17,180

National Education, Health and Allied workers Union (NEHAWU) 235,000

National Union of Mineworkers (NUM) 187,000

National Union of Metalworkers of South Africa (NUMSA) 338,000

South African Commercial Catering and Allied Workers Union (SACCAWU) 150,000

South African Domestic Service and Allied Workers Union (SADSAWU) 7,200

South African Democratic Teachers Union (SADTU) 254,000

South African Municipal Workers Union (SAMWU) 110,000

South African Transport and Allied workers Union (SATAWU) 101, 000

Transport Omnibus Workers Union (TOWU) 3 000

I thank the LRS board, the LRS staff, the member unions and the friends of the LRS for their 
continued dedication to the cause of workers and for ensuring that the organisation makes a 
contribution to the trade union movement now and in the future.

Nyaniso Siyana
Cape Town – April 2019



EXECUTIVE DIRECTOR’S MESSAGE

Trenton Elsley
Executive Director

As much as an annual report attempts to preoccupy itself with the realities of a calendar year, 
the real world is the product of processes with far longer time lines. The LRS held its 31st 
annual general meeting in the course of 2018, something we are immensely proud of.             
Our continuing relevance and our occasional successes ride on the backs of those who came 
before us, those employed at the LRS at various times and the representatives of our trade 
union members through time. It is this unique relationship that underpins our relevance and 
our ability to make a meaningful contribution to the trade union movement.

It is our understanding that it is only through strategic partnering that we can hope to make 
an impact in a complex world. For this reason, our partners include trade unions, federations, 
solidarity support organisations, the International Labour Organisation, statutory bodies on 
the South African industrial relations landscape, non-governmental organisations, 
community-based organisations, global union federations and their affiliates, academic 
institutions and government departments. Through our South African member trade unions, 
our work extends to include role-players regionally and internationally.

In deference to the notion of an annual report I will briefly explore six big themes of the day 
in an effort to paint a picture of the environment in which we operate and the ways in which 
we seek to work with trade unions to build a more just and egalitarian society.

The Political: Fragmentation and the politics of the trade union movement

The expulsion of COSATU’s largest affiliate (NUMSA) in 2015 and the subsequent establish-
ment of a new labour federation (SAFTU) in 2017 were indicative of a broader process of 
fragmentation taking place within the South African trade union movement. It is also true     
that several unions have struggled with severe internal conflicts and splits that provide the 
micro-political context for the more obvious macro-level shifts. The process has been driven 
by a complex set of factors including the politicisation of trade union governance and the 
reorganisation of production processes. It is this reorganisation that has driven the fragmenta-
tion of the traditional workplace and bargaining unit, the fragmentation of the permanent,  
full time employment relationship, and also the fragmentation and redrawing of industrial 
demarcation that has for so long guided trade unions in how they approach bargaining and 
organising.

Worker education is a further indicator of the political character of trade unions, and it is fair 
to say that worker education has suffered a great deal over the last decade and more.                  

As things stand, worker education is radically under-resourced and has practically ground to a 
halt in some instances. Our understanding is that worker education and resource support 
require continuous renewal. It is these two pillars that reproduce trade unions capable of 
dealing with a changing political landscape, a changing workplace and the inevitable change 
in trade union representatives, be they officals or worker leaders.

Our focus is on cultivating new layers of trade union leaders of tomorrow at various levels in 
the union. The vibrancy of trade unions can only be guaranteed if there is a constant pool of 
activists with the capacity to take on leadership roles at different times and in different 
contexts. This is very political work that requires that we cultivate a great deal of trust with our 
consituency. The voices from the ground that come through in this annual report are a 
testament to our efforts.

Economy: The extent and depth of inequality in South Africa

South Africa has the dubious honour of competing with countries like Brazil as the most 
unequal society in the world. The untransformed distribution of wealth in South Africa remains 
arguably the single greatest failure of the democratic era. A key focus of the LRS is social 
dialogue and collective bargaining in particular. This is a core function of trade unions and an 
important countervailing force to the reproduction of inequality.

In recognition of the work we do, I was appointed to the national minimum wage commission 
as a representative of organised labour. I look forward to playing a meaningful role in the 
implementation of this landmark Act. The LRS supports trade unions in responding to the 
power of multinational corporations. We track South African multinationals and help develop 
trade union networks to influence the corporate governance norms and practices of these 
powerful entities. An important area of work has been working with a global union federation 
(UNI) to challenge inequality in value chains in the retail sector. This is ground breaking work 
which seeks to bring an understanding of value chain mapping to trade unions in Africa and to 
translate this into strategic insights for bargaining and for organising.

Corruption

Corruption and “state capture” are the subject of more than one ongoing presidential 
commission of enquiry in South Africa. The impression is that large scale corruption has been 
both far-reaching and systematic.

We have no illusions about our ability to counter “big” corruption. Our modest contribution     
is to role model good governance, transparency and accountability through our own govern-
ance structure and processes. In practical terms this means convening an annual general 
meeting of our trade union members, electing a board of directors from our member unions, 
publishing audited financial statements and reporting on our programme of work to our 
member trade unions.

Climate & Sustainability

Work we have done in the past with trade unions organising at power utilities in sub-Saharan 
Africa made it clear that unions, generally speaking, are not ready to enter the energy and                

climate change policy spaces. Trade unions have not generalized an understanding of the key 
issues within their own organisations and do not have coherent policy positions of their own. 
The situation in a coal-rich country like South Africa further complicates matters as the state 
attempts to balance energy security and development with environmental and climate 
sustainability. Until the climate discourse is translated meaningfully for trade unions, we will 
continue to see trade unions come out in defence of jobs linked to fossil fuels, rather than 
championing a just transition to renewable energy.

Our immediate focus going forward is to develop expertise in this area within our own organi-
sation. The analytical focus will be on making the connection between climate change and 
trade unions and translating this complex and sometimes technical area into messaging that 
can be absorbed and acted on at different levels within trade unions.

Gender Relations

There is a sense that for many women, gender relations manifest as gender-based violence, 
which is widespread in many communities and constitutes a national crisis. 

Solutions to the problem are complex since the root causes intertwine a violent racist past, 
widespread poverty, deep inequality and culturally-framed practices (generally in the form of 
the appropriation of culture to justify crude patriarchy and violence against women and 
children). While the LRS has maintained a dynamic gender programme for a number of years, 
we have noticed a downturn in international donor funding support for gender work in recent 
times.

Even so, we maintain our efforts to facilitate the creation of cultures of gender equality within 
trade unions, workplaces and communities. Our work takes different forms including peer 
learning for women’s leadership development, working with a global union and its union 
affiliates in different regions in Africa to tackle (gender-based) violence in schools and devel-
opment union policy, and working with a health sector union in a community clinic setting       
in South Africa.

Conflict & Social Tension

Poverty and inequality in South Africa produce and reproduce a range of social tensions 
including crime, violence and material deprivation along with a profound sense of relative 
deprivation. These tensions are often times suppressed in organisational settings.

A notable rise in populist political discourse in South Africa presents the trade unions with an 
interesting challenge going forward. The role of worker education is critical in thinking about 
how the movement is able to respond to a political discourse that runs counter to its core 
values of democracy, consitutionalism and non-racialism.

The LRS approach involves letting the ‘social’ into our work and acknowledging the lived 
reality of workers even as we pursue collective responses to the challenges that workers face.
Our work around developing a decent standard of living measure offers an opportunity to 
renew the living wage campaign by providing, at once, a socially derived AND a scientific 
benchmark for the kind of life that the trade union movement aspires to. 

It is an opportunity to move away from the minimalist and survivalist benchmarks and poverty 
lines that dominate social dialogue and policy discourse. 

We are just beginning to popularise this work, but we believe that it has enormous potential 
to shift how we think about development in South Africa.

It falls to the chairperson to thank the board of directors of the LRS for their invaluable service. 
It falls to me to thank the staff of the LRS and our trade union partners, past and present, for 
their activism, their passion, their optimism, their skills, their humour, their commitment and 
their humanity. Without you, this annual report is just so many words.

Trenton Elsley
Executive Director – April 2019

The following values guide the strategic direction of the LRS and inform how we make 
decisions and interact with those we serve.
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Our Values

OUR ORGANISATION

As much as an annual report attempts to preoccupy itself with the realities of a calendar year, 
the real world is the product of processes with far longer time lines. The LRS held its 31st 
annual general meeting in the course of 2018, something we are immensely proud of.             
Our continuing relevance and our occasional successes ride on the backs of those who came 
before us, those employed at the LRS at various times and the representatives of our trade 
union members through time. It is this unique relationship that underpins our relevance and 
our ability to make a meaningful contribution to the trade union movement.

It is our understanding that it is only through strategic partnering that we can hope to make 
an impact in a complex world. For this reason, our partners include trade unions, federations, 
solidarity support organisations, the International Labour Organisation, statutory bodies on 
the South African industrial relations landscape, non-governmental organisations, 
community-based organisations, global union federations and their affiliates, academic 
institutions and government departments. Through our South African member trade unions, 
our work extends to include role-players regionally and internationally.

In deference to the notion of an annual report I will briefly explore six big themes of the day 
in an effort to paint a picture of the environment in which we operate and the ways in which 
we seek to work with trade unions to build a more just and egalitarian society.

The Political: Fragmentation and the politics of the trade union movement

The expulsion of COSATU’s largest affiliate (NUMSA) in 2015 and the subsequent establish-
ment of a new labour federation (SAFTU) in 2017 were indicative of a broader process of 
fragmentation taking place within the South African trade union movement. It is also true     
that several unions have struggled with severe internal conflicts and splits that provide the 
micro-political context for the more obvious macro-level shifts. The process has been driven 
by a complex set of factors including the politicisation of trade union governance and the 
reorganisation of production processes. It is this reorganisation that has driven the fragmenta-
tion of the traditional workplace and bargaining unit, the fragmentation of the permanent,  
full time employment relationship, and also the fragmentation and redrawing of industrial 
demarcation that has for so long guided trade unions in how they approach bargaining and 
organising.

Worker education is a further indicator of the political character of trade unions, and it is fair 
to say that worker education has suffered a great deal over the last decade and more.                  

As things stand, worker education is radically under-resourced and has practically ground to a 
halt in some instances. Our understanding is that worker education and resource support 
require continuous renewal. It is these two pillars that reproduce trade unions capable of 
dealing with a changing political landscape, a changing workplace and the inevitable change 
in trade union representatives, be they officals or worker leaders.

Our focus is on cultivating new layers of trade union leaders of tomorrow at various levels in 
the union. The vibrancy of trade unions can only be guaranteed if there is a constant pool of 
activists with the capacity to take on leadership roles at different times and in different 
contexts. This is very political work that requires that we cultivate a great deal of trust with our 
consituency. The voices from the ground that come through in this annual report are a 
testament to our efforts.

Economy: The extent and depth of inequality in South Africa

South Africa has the dubious honour of competing with countries like Brazil as the most 
unequal society in the world. The untransformed distribution of wealth in South Africa remains 
arguably the single greatest failure of the democratic era. A key focus of the LRS is social 
dialogue and collective bargaining in particular. This is a core function of trade unions and an 
important countervailing force to the reproduction of inequality.

In recognition of the work we do, I was appointed to the national minimum wage commission 
as a representative of organised labour. I look forward to playing a meaningful role in the 
implementation of this landmark Act. The LRS supports trade unions in responding to the 
power of multinational corporations. We track South African multinationals and help develop 
trade union networks to influence the corporate governance norms and practices of these 
powerful entities. An important area of work has been working with a global union federation 
(UNI) to challenge inequality in value chains in the retail sector. This is ground breaking work 
which seeks to bring an understanding of value chain mapping to trade unions in Africa and to 
translate this into strategic insights for bargaining and for organising.

Corruption

Corruption and “state capture” are the subject of more than one ongoing presidential 
commission of enquiry in South Africa. The impression is that large scale corruption has been 
both far-reaching and systematic.

We have no illusions about our ability to counter “big” corruption. Our modest contribution     
is to role model good governance, transparency and accountability through our own govern-
ance structure and processes. In practical terms this means convening an annual general 
meeting of our trade union members, electing a board of directors from our member unions, 
publishing audited financial statements and reporting on our programme of work to our 
member trade unions.

Climate & Sustainability

Work we have done in the past with trade unions organising at power utilities in sub-Saharan 
Africa made it clear that unions, generally speaking, are not ready to enter the energy and                

climate change policy spaces. Trade unions have not generalized an understanding of the key 
issues within their own organisations and do not have coherent policy positions of their own. 
The situation in a coal-rich country like South Africa further complicates matters as the state 
attempts to balance energy security and development with environmental and climate 
sustainability. Until the climate discourse is translated meaningfully for trade unions, we will 
continue to see trade unions come out in defence of jobs linked to fossil fuels, rather than 
championing a just transition to renewable energy.

Our immediate focus going forward is to develop expertise in this area within our own organi-
sation. The analytical focus will be on making the connection between climate change and 
trade unions and translating this complex and sometimes technical area into messaging that 
can be absorbed and acted on at different levels within trade unions.

Gender Relations

There is a sense that for many women, gender relations manifest as gender-based violence, 
which is widespread in many communities and constitutes a national crisis. 

Solutions to the problem are complex since the root causes intertwine a violent racist past, 
widespread poverty, deep inequality and culturally-framed practices (generally in the form of 
the appropriation of culture to justify crude patriarchy and violence against women and 
children). While the LRS has maintained a dynamic gender programme for a number of years, 
we have noticed a downturn in international donor funding support for gender work in recent 
times.

Even so, we maintain our efforts to facilitate the creation of cultures of gender equality within 
trade unions, workplaces and communities. Our work takes different forms including peer 
learning for women’s leadership development, working with a global union and its union 
affiliates in different regions in Africa to tackle (gender-based) violence in schools and devel-
opment union policy, and working with a health sector union in a community clinic setting       
in South Africa.

Conflict & Social Tension

Poverty and inequality in South Africa produce and reproduce a range of social tensions 
including crime, violence and material deprivation along with a profound sense of relative 
deprivation. These tensions are often times suppressed in organisational settings.

A notable rise in populist political discourse in South Africa presents the trade unions with an 
interesting challenge going forward. The role of worker education is critical in thinking about 
how the movement is able to respond to a political discourse that runs counter to its core 
values of democracy, consitutionalism and non-racialism.

The LRS approach involves letting the ‘social’ into our work and acknowledging the lived 
reality of workers even as we pursue collective responses to the challenges that workers face.
Our work around developing a decent standard of living measure offers an opportunity to 
renew the living wage campaign by providing, at once, a socially derived AND a scientific 
benchmark for the kind of life that the trade union movement aspires to. 

It is an opportunity to move away from the minimalist and survivalist benchmarks and poverty 
lines that dominate social dialogue and policy discourse. 

We are just beginning to popularise this work, but we believe that it has enormous potential 
to shift how we think about development in South Africa.

It falls to the chairperson to thank the board of directors of the LRS for their invaluable service. 
It falls to me to thank the staff of the LRS and our trade union partners, past and present, for 
their activism, their passion, their optimism, their skills, their humour, their commitment and 
their humanity. Without you, this annual report is just so many words.

Trenton Elsley
Executive Director – April 2019

The following values guide the strategic direction of the LRS and inform how we make 
decisions and interact with those we serve.
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CRITICAL CONSCIOUSNESS

DEMOCRACY

PARTICIPATION

SOLIDARITY

GENDER EQUALITY

Taking action based on understanding of 
ourselves, others, our context and history.

Engaging in democratic processes, 
from the local to the national level.

Creating safe spaces that give voice to all 
participants and working to address the barriers 
that prevent meaningful participation.

Working together and acting in support of
each other in order to promote improvements
in the workplace and the community.

Challenging norms that support patriarchy
and encouraging gender equity policies
in order to ensure opportunities for women.
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Our Approach

Our Partners and Target Groups

Our Impact and Reach

We understand trade union development as     
a process that takes place within a complex 
system made up of many moving parts and 
role players.

Our role in that system is conducting research, 
sharing information and facilitating participa-
tory education.

We aim to do this in an integrated manner, 
where each focus area is both informed by and 
informs the next (as reflected in the diagram  
to the right).

We engaged trade unions across federation lines and created spaces for reflection and 
learning. We provided a range of support resources related to bargaining, organising and 
gender equality. Our resources supported trade union processes of organisation and repre-
sentation, helping to shape the present and the future labour movement.

Direct activities such as workshops and other forums are the major form of engagement of the 
LRS. Direct engagement allowed deeper exchanges and provided a greater possibility for 
influence and change.

Our revamped website continues to attract visitors, with 'direct' and 'organic' traffic as the top 
form of user acquisition. The top three traffic sources by country are: South Africa, US and 
Swaziland, while the most visited pages of the website are the homepage and the Resources 
sections. The web statistics quoted here are historical average monthly figures.

Our e-subscriber list of people receives resources such as the Inflation Monitor and articles on 
bargaining and organising. Previously the subscriber list had over 2000 individuals, but           
we have renewed the list and are building it up based on subscribers self-selecting and 
reinforcing relationships with individuals and organisations in our capacity building activities. 
We estimate that we circulated publications to over 1200 individuals. 

Our Facebook platform has over 920 followers. We collected over 689 collective agreements 
for 2018 from trade unions and other sources. The agreements contribute to our unique 
database of minimum wages in South Africa. The map to the right provides an overview of the 
countries our work has impacted:

U  Non-governmental and 
 Community-Based Organisations

U  Solidarity Support Organisations

U  Share Information

U  Government Departments

U  Trade Unions across sectors

U  Trade Union Federations

U  Global Union Federations

U  Academic Institutions

U  International Labour Organisations

CONDUCT
RESEARCH

SHARE
INFORMATION

FACILITATE
PARTICIPATORY

EDUCATION

LRS
IMPACT

1,200

507

92095

2,9802,583

CBAS

689

PUBLICATIONS

DISTRIBUTED 

TOTAL DIRECT 

REACH OF LRS 

PROGRAMMES

LIKES

ELECTRONIC

SUBSCRIBERS

NUMBER OF

MONTHLY

WEBSITE USERS

FOLLOWERS



A labour movement that is part of vibrant civil society that promotes egalitarianism.
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Snapshot of the LRS Strategy (2018 - 2022) Our Vision

In 2018, we renewed our vision, mission and strategic objectives. The process, which we held 
in June in Johannesburg, was facilitated by an organisational development practitioner. 

We consolidated and streamlined our existing organisational information into a clear direction 
for the LRS, for the period 2018-2022.

Photographs taken at LRS Review Meeting, June 2018, Johannesburg

From left to right
Nosipho Twala (Gender Programme) U Trenton Elsley (Executive Director)

Marie Daniel (Researcher) U Nelly Nyagah (Communications)
Nina Benjamin (Gender Programme)

Trenton Elsley (Executive Director)

STRATEGIC

OBJECTIVES:

THE

OUTCOMES

WE 

PURSUE

IN 

OUR

NATIONAL

REGIONAL

AND

INTER-

NATIONAL

CONTEXT

OF

OUR WORK

THE LRS AND ITS PARTNERS

HAVE INCREASED KNOWLEDGE

TOWARDS TRADE UNION

DEVELOPMENT

THE LRS AND ITS PARTNERS

HAVE INCREASED CAPACITY

TO MOBILISE THEMSELVES

THE LRS AND ITS PARTNERS

INCREASE THEIR INFLUENCE

WITHIN THE CONTEXTS

IN WHICH THEY WORK

LRS stakeholders recognize
the contribution of the LRS

to the labour movement

Trade unions renew
the living wage campaign

Trade union and civil society
activists have an increased

consciousness of 
gender and power relations

Gender activists have
improved strategies
to access and use

organisational resources

Trade unions pursue a diverse
and inclusive membership base

Gender programmes
in trade unions

are better resourced

Trade unions are able to
translate corporate language

for themselves

Trade Union and civil society
activists develop gender sensitive

policies, procedures and CBAs

Trade unions influence
corporate governance

at multinational companies

Cultures of gender equality
develop within the organisational

culture of trade unions

Trade unions have strategies for dealing with the implications
of technology and the future of work for organising and bargaining

Trade unions renew bargaining and organising
strategies based on an understanding of

contemporary production networks.

Trade unions and other role players are well-resourced
for collective bargaining, organising and worker education

Trade unions have coherent positions on climate change

Community House is a living heritage site and centre of activism

Trade unions build regional and international
alliances for trade union development andresponding

to multinational corporations.

Trade unions continuously reproduce activists at different levels
within the organisation who have the ability to assume leadership roles now and in the future



Peles Jonathan Hageze

General Secretary of Tanzania Union 

of Industrial and Commercial Workers
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TRANSFORMING CORPORATE
GOVERNANCE

PROGRAMMES NARRATIVES

Dr Salomé Teuteberg
Corporate Governance Researcher

George Oupa Mthethwa
Educator & Facilitator

We support the Shop Stewards Alliance Network to build alliances and solidarity, as well as 
strengthen and inform their bargaining processes with MNCs in retail, mining and energy 
sectors. We share our information and research, and methods of creating, accessing and 
sharing information. Through the networks, unions with inadequate capacities are supported 
and helped to grow in the countries the MNCs operate.

We maintain the South African Multinational Corporations Database (MNC database),     
which is a unique online resource for workers and their organisations. The MNC database is   
a repository of financial, operational and governance information of 91 South African MNCs 
operating in sub-Saharan Africa. Using that information, unions are able to engage the 
companies as informed players with effective strategies.

The Transforming Corporate Governance Programme provides 
the labour movement with strategic company research on South 
African multinational corporations operating in sub-Saharan 
Africa. The research relates directly to the workers’ own condi-
tions of employment.

“

” 

Story from the ground

The training is very important because it’ll help us 
to locate where power lies and how we can acquire 
power as unions and win in our bargaining and 
organising efforts.

I found the mapping exercises quite useful and      
we will use some of the emerging knowledge             
to prepare for the coming bargaining season. It is 
interesting to learn the potential of soliciting the 
support of consumers and other stakeholders       
who can help us advance our push for decent work 
within value chains.

The learning spaces created by the LRS are great 
examples of an exchange programme in action. 
People are sharing experiences – stories of what’s 
working in their contexts and the strategies we can 
replicate in our own countries.

Collective bargaining has been a focus of our work since the LRS was established over                 
30 years ago. We carved out a niche for ourselves in the labour support landscape, collecting, 
analysing and disseminating information that trade unions in South Africa use in bargaining 
processes. Our member unions once referred to us as “the worker bees of the labour move-
ment”; “our secret weapon”. We’ve proved to be that and more.

Collective bargaining is stressed by old and new challenges and continuous learning is more 
important than ever.

We continue to provide resources and education to a broad layer of trade union officials, from 
general secretaries, national negotiators, heads of collective bargaining units, shop stewards, 
organisers and educators, to formations of workers in vulnerable sectors such as forestry, 
contract cleaning and domestic workers.

We recognise that resources are only effective if people can engage with them. Thus, we 
intentionally seek to present our research and information in the most consumable and             
accessible way.

In 2018, we continued to create and facilitate spaces for a diverse group of workers to reflect, 
share and learn about bargaining and organising. In this process, we are enhancing our own 
understanding of what it means to bargain in the present era.

We hosted four collective bargaining forums for trade union negotiators, other officials and 
workers in different sectors. In September, 30 participants from 10 unions attended our    
forum on “Human Dignity and the Living Wage”. Working with a series of socially perceived             
needs as defined in the Decent Standard of Living Measure, an index emerging from ground-
breaking research (conducted by the Southern African Social Policy Research Institute,         
Studies in Poverty and Inequality Institute and the Labour Research Service), the participants 
analysed the effectiveness of existing bargaining strategies in responding to these socially 
perceived needs.

COLLECTIVE BARGAINING SUPPORT

The Collective Bargaining Support Programme supports the 
efforts of trade unions to renew their bargaining and organising 
strategies in order to improve the wages and conditions of 
employment of their members.
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We continued to build our relationship with the Commission for Conciliation, Mediation and 
Arbitration (CCMA) as a channel for expanding our influence in relation to role players in 
labour relations.

We continued to track the outcomes of collective bargaining in South Africa and provided      
this information to our constituency in the form of union-specific bargaining reports, and 
Bargaining Benchmarks, Inflation Monitor and Snapshot of wage settlements publications.

The resources were widely used by trade unions negotiators and CCMA commissioners and 
institutions such as the Department of Labour. We distributed the resources to a subscriber list 
that numbers 520 role players. Previously the subscriber list had over 2000 individuals, but     
we have renewed the list and are building it up based on subscribers self-selecting and 
reinforcing relationships with individuals and organisations in our capacity building activities.

We provided ad hoc information requests to union negotiators and other role players in indus-
trial relations. We also invited role players in industrial relations to make ad hoc information 
requests.

We use this insight to explore the kinds of information that our target groups need when 
confronted with different forms of social dialogue. We analyse the requests to help formulate 
the future structure of our bargaining resources and education.

In addition to structured project work, we provided support to about twenty organisations 
including CEPPWAWU, CCMA, CWAO, Department of Labour, DENOSA, DITSELA, FAWU, 
HOSPERA, JAMAFO, NBCEI, NEHAWU, NUMSA, PSCBC, SACCAWU and SASBO.

We delivered presentations in different spaces and reached close to 1000 role players directly. 
We are learning from the responses of role players with a view to shaping our work in future.

The online repository of collective agreements found at www.lrs.org.za/award has 689 CBAs  
as of 2018. The database is growing, making the data more robust over time, and continues to 
enable important research and educational work.

OUR WORKSHOPS

2018 Collective Bargaining Support Workshops: Trade union officials, activists and LRS facilitators.



Oupa Sifume

Organiser in Motor Industry (NUMSA) 
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Voice from the ground

Nina Benjamin
Gender Programme Coordinator & LRS Deputy Director

Nosipho Twala
Educator & Facilitator

CREATING CULTURES OF GENDER
EQUALITY

A key aspect of the Gender Programme work is to support trade unions to develop gender-
sensitive policies, procedures and collective bargaining agreements, with the goal of achiev-
ing more gender equal organisational cultures. This work gained ground in 2018.

2018 saw an outpouring of sexual harassment stories in the workplace and South Africa was 
not immune. The onslaught on women’s bodies and workplace challenges such as restructur-
ing and retrenchments get experienced as violence on women particularly.

Our target groups who include trade union activists, young women workers, migrant workers, 
domestic workers and LGBT people, speak of their experiences with violence, issues of dignity 
and being undermined. Thus, gender-based violence (GBV) now forms part of our broader 
work on patriarchy and unequal gender power relations. At the prevention level, we continue 
to do social norms change work.

With our support, worker and community formations are using a collective impact1 and   
emergent learning2 approach to experiment with actions that can support survivors of GBV, 
raise consciousness, install institutional mechanisms to deal with perpetrators and experiment 
with actions that can create long-term change in behavior and culture at individual and organi-
sational levels.

Our Approach

We are changing the way gender 
inequality issues are tackled in South Africa 

by supporting those affected to be the 
decision makers and directors of 

the actions to be taken.

1: Collective Impact is the commitment of a group of actors from different 
sectors – to a common agenda for solving a specific social problem, using a 
structured form of collaboration. Solutions are co-created from the lived 
experience of all the actors involved.

2: Emergent Learning starts with an open-ended framing question, 
and then uses a set of process to assist participants to collectively 
learn from experience and adapt their strategies in real time.

Collective bargaining is under attack in the 
sense that we are trying to push for wage 
increases, but the employers continue to use 
old and new old tactics for rejecting our 
demands. 

The inflation and poor state of the economy 
make it difficult, and  we find ourselves in a 
catch-22. Only strong unions are going to 
successfully take employers head on going 
forward. With the new workplace issues, such 
as the future of work, unions must build 
solidarity and design strong responses for 
the benefit of all workers.

I have been a union official for over 20        
years and I find the LRS workshops and 
resources incredibly useful. The workshops 
have given us a platform to exchange 
information, learn and brainstorm responses 
to deal with workplace issues. We’ve also 
learned to use LRS research and information 
better.

Collective bargaining agreements are 
increasingly addressing gender issues.          
But, unions need to invest more to ensure 
our gender policies are implemented and 
updated, that gender departments are 
better-resourced and that more women 
officials are supported to take up leader-     
ship positions. My union (NUMSA) is male-
dominated and we have three women            
negotiators in the motor industry. That’s not 
good enough - we need more women on 
negotiating teams because I think they can 
motivate for specific demands, better. 

I am happy to see more women at LRS 
forums and especially at a time when 
workers’ education in South Africa is on       
the decline.
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Our spaces of dialogue are an important and unique feature that’s contributing to our success 
supporting our target groups to create and maintain cultures of gender equality everywhere 
they are located.

We’ve achieved robustness and freedom in the spaces because our participants feel valued 
and included in creating something new. Our methodologies and approach are providing 
incredibly useful insight into our target groups (and their issues) that would have been difficult 
to surface otherwise. With the insight, we are continuously improving how we work and also 
finding opportunities for new work.

This process of experimenting to change deeply-rooted social norms needs a lot of support 
and innovation. To achieve more impact in our work, we’ve planned to actively seek more 
like-minded partners to form a collective of support for GBV survivors and vulnerable groups 
of workers. We are in the process of determining what we can contribute in a space where 
other organisations are offering various forms of support.

We thank our funding and technical partners for recognising and supporting our long-term 
work addressing complex issues. Norms change work requires partners to take their own 
urgency experimenting with different things because there isn’t one clear way of dealing with 
such kind of issues. We welcome more partners who share our vision.

Looking Ahead

Building Relations for Collective Impact

Martha Chauke

Participant, LRS Labour Rights

for Women Campaign

“

” 
OUR FUNDING PARTNERS

We would like to thank the following organisations for their support of our organisational 
programme and projects in 2018.

U  The Friedrich Ebert Stiftung – Trade Union Competency Centre
U  The DGB Bildungswerk Bund
U  Gender at Work
U  The International Labour Organisation
U  The Joint Gender Fund
U  The National Skills Fund
U  The Olof Palme Centre
U  The Solidarity Centre

I realised that many women in our communities     
are silently suffering due to various violations. 
Women stay in violent homes for years not 
realising the impact on children. Eventually they 
come forward and report, but it is too late. Young 
boys become perpetrators of violence in school 
and the community.

I have worked with the LRS in the Labour Rights For 
Women Campaigns. We trained many women 
about their rights, including maternity protection 
through this campaign. The training helped 
women to recognise gender inequalities and 
gender-based violence issues.

We talked to women about discrimination at         
the workplace and advocated for rights and 
protections for domestic workers. The awareness 
campaigns also exposed to women workers in 
vulnerable sectors the procedures for reporting 
gender-based crime.

As a community safety worker, we lack the 
resources to reach the most vulnerable people.       
In parts of Soweto where there are many 
incidences of GBV, women survivors can’t access 
services due to poverty and lack of information.     
So, I started a women rights advice office to create 
awareness around issues such as housing, mainte-
nance, child access and domestic violence.

Here are some of our efforts to partner for collective impact:

U  Assist UNTU Young Women organize a young women forum.
U  Support SACTWU gender structure.
U  Assist establishing gender structures in NUMSA.
U  IDWF Conference.
U  Support Total Shut Down Campaign.
U  Facilitator of the Gender Taskforce in South Africa.
U  Lawyers for Human Rights - “Current Challenges to the Exercise of the Collective Rights” 

with a focus on gender.
U  Black Sash / Dullah Omar School “Making Access to Justice Real in a Constitutional 

Democracy” – with a focus on gender.
U  WIEGO.
U  Support MISA Women’s Forum for instituting an award that recognizes the role that 

women play in the motor industry.
U  Domestic Workers Advocacy Group.
U  S.A Shadow Report International Covenant on Economic, Social and Cultural Rights.
U  BRICS Trade Union Forum.
U  Worker Education Conference.
U  Women and the Law Launch.
U  Manchester University.



Back row from left to right
Nina Benjamin (Gender Programme Coordinator) U Nosipho Twala (Educator & Facilitator)    

Nelly Nyagah (Communications Officer) U George Mthethwa (Educator & Facilitator)
Front row from left to right

Dr Salomé Teuteberg (Corporate Governance Researcher)
Trenton Elsley (Executive Director) U Gordon Young (LRS Founder)

We engaged trade unions across federation lines and created spaces for reflection and 
learning. We provided a range of support resources related to bargaining, organising and 
gender equality. Our resources supported trade union processes of organisation and repre-
sentation, helping to shape the present and the future labour movement.

Direct activities such as workshops and other forums are the major form of engagement of the 
LRS. Direct engagement allowed deeper exchanges and provided a greater possibility for 
influence and change.

Our revamped website continues to attract visitors, with 'direct' and 'organic' traffic as the top 
form of user acquisition. The top three traffic sources by country are: South Africa, US and 
Swaziland, while the most visited pages of the website are the homepage and the Resources 
sections. The web statistics quoted here are historical average monthly figures.

OUR PEOPLE
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You can view the full detail of the 2018 LRS Audited Financial Statements
on our website www.lrs.org.za

Photograph taken in November 2018, Cape Town.
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