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BARGAINING INDICATORS

FOREWORD

‘Imagine that it were possible fo assemble all of the unemployed in one place and
then fo tell them this: The employed people in your lives upon whom you rely to put
food on your tables should not get higher wages and should be easier to refrench
because this will make it more likely that you will find a job” (Steinberg, 2015).

The 15M edition of Bargaining Indicators has as its theme the prospect of a national minimum
wage for South Africa; a country built on racially based low wage employment. As | write
this, a national minimum wage is the subject of negofiation between the social partners at
the National Economic Development and Labour Council (NEDLAC). There is little evidence
that the issue has been the subject of mass education and debate within the frade union
movement and this certainly weakens the hand of labour.

History shows us that a meaningful shift in policy and practice is only possible when a critical
mass within society has developed an opinion around which they can mobilise. This edition
of Bargaining Indicators seeks to bring a working class perspective 1o the debate and is an
invitation to activists within the trade union movement and those within broader civil society to
learn and to facilitate the learning of others on an issue that is central to the lived experience
of millions of workers in South Africa, be they employed or unemployed.

Trenton Elsley

Executive Director
Labour Research Service
October 2015
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INTRODUCTION

In many countries the national minimum wage is set at 35 - 45% of the national average wage
or 40 - 60% of the median wage. In South Africa, this would translate into a national minimum
wage of around R6, 000 or R1, 650 respectively. These statistics capture the highly unegual
distribution of wages that bedevil our efforts to develop a wage floor in South Africa. In the
chapter, At What Level Do We Fix A National Minimum Wage In South Africa?, Eddie Cottle
scans the wage landscape and attempts to find a workable level for a national minimum
wage (NMW). He points out that struggles for a NMW began in the 1930s and there has not
been a NMW in South Africa to date. It was only after the farmworkers’ and Marikana mine
workers’ revolts in 2012 that the South African government mooted the infroduction of a NMW,
He argues that, if the primary goal of the minimum wage policy is 1o lift people out of poverty,
then the NMW must be universal and be above the poverty line. The minimum wage policy
should take into consideration the concern that a high NMW may increase unemployment. It
should take into account the differences between conditions in economic sectors involved in
the export sector and those in the domestic market, the differences between sectors facing
different profitability levels as well as the issue of a living wage based upon a working class
family being able to afford a low-cost house.

The Gap Between A Minimum Wage And A Living Wage In South Africa describes what
incomes might mean for the quality of life of an individual and a household. Trenton Elsley
argues that the work on which this chapter draws offers us a conception of a decent living
level that is both scientific and socially derived. The report suggests that a decent living level is
far removed from existing wage levels in South Africa. The current median minimum wage for
domestic workers of about R1, 600 per month is associated with having or enjoying less than
half of the socially accepted necessities.

The mainstream debate around a national minimum wage for South Africa is a crude one
dominated by concems about the employment effect of wage levels, with little regard for
the lived experience of the majority of households in South Africa. This is not entirely the fault
of the social partners. The fact is that there are no decent measures of what constitutes a
decent living level in South Africa. This chapter therefore attempts to contribute 1o a broader
discussion of what poor and working class people themselves regard as a decent living level
and what other kinds of considerations need to be taken info account when determining a
national minimum wage.

How Can A Minimum Wage Contribute To Narrowing The Gender Pay Gap?

Nina Benjamin reminds us that, in South Africa, women earm on average 38% less than men
according to the World Economic Forum'’s 2014 Global Gender Gap Report that ranks South
Africa 83 out of 142 countries. She argues that there are forms of indirect discrimination that
cannot be addressed by legislation alone. There is, for example, the perception that certain
kinds of work are “women'’s work”, for example, care work, and the skills and competencies
associated with this kind of work are often undervalued. Women are also generally responsible
for the bulk of unpaid reproductive work.



Benjamin says that to achieve equal pay requires equality legislation, policies and programmes
aimed at combatting discriminatory practices and gender-based stereotypes about the value
of women'’s work, publically funded services for supporting care work and a wage that enables
both men and women 1o take care of their families. She argues that a national minimum wage
could provide women workers, who find themselves in mostly low paid, undervalued jobs with
increased protection and in turn decrease the gender gap with men who are more likely to be
located in higher paid forms of employment in sectors like manufacturing and mining.

The South Africa Collective Bargaining Review 2014 is a detailed map of wage setting
outcomes in South Africa in 2014 by industry, sector and bargaining level and includes
bargaining councils, sectoral determinations and bilateral agreements struck between
companies and trade unions. George Mthethwa fells us that the median minimum wage
outcome in South Africa was about R3, 500 per month, ranging from a little over R2, 200
in sectoral determinations to about R3, 300 for bargaining councils and R3, 200 in bilateral
collective bargaining agreements.

The aim of the chapter is 1o assist negotiators in future bargaining rounds by developing their
understanding of nominal wages, real wages and inflation.

MaximumWages: The LRS ReportonDirectors’ Fees 2015 provides frade unionrepresentatives
with one of the more detailed investigations into executive pay in South Africa and guarantees
that the reader will come away with a better understanding of how much executives are
actually paid and how their pay is structured.

Executive directors and CEOs earn R815, 000 and R1, 280, 000 on average per month
respectively, excluding long-term incentives. The wage gap ranges from 204:1 for executives
to 320:1 for CEOs. Michelle Taal argues that executive pay is understated and that long-term
incentive payments to a CEO can be 1000% greater than the CEQO's salary.

The author calls for more structured and transparent reporting on executive pay, a detailed
breakdown of the quality of jobs that companies claim to create and an improved analysis
of the real wage gap in company reports in order that we might better assess the socio-
economic contribution of large corporations.

The National Minimum Wage Debate is a briefing paper of the Parliamentary Licison Office
of the Southern African Catholic Bishops' Conference. Mayibuye Magwaza provides a crisp
overview of the debate on the national minimum wage and discusses some of the economic
concepts commonly invoked in these debates. It is an entry point for anyone not already
familiar with the national minimum wage debate.

Those who view low inflation, tight deficits and loose regulation as key indicators might deem
macro-economic policy in South Africa since 1994 asuccess. 20 Years Of Neo-Liberal Macro-
Economic Policies In South Africa analyses investment, gross domestic product, employment
and wages 1o tfry and understand how success can be achieved even though South Africa’s
population is poorer, less likely 1o be employed and inequality has increased exponentially.
Niall Reddy argues that the economy cannot be judged in abstraction of human needs.



Niall Reddy challenges the perception that a large section of formal sector workers have been
the key beneficiaries of the post-apartheid period through powerful unions and high wages
that are responsible for unemployment. The author argues that the redlity is quite contrary
and that post-apartheid macroeconomic policy has been good to capital. Only a sliver of
the highest eamning, white collar workers, have derived real benefits from the post-apartheid
economy, while the broader working class relate 1o the economy through precariousness and
stagnating wages.

From A Living Wage to Working Class Counter-Power argues that a real change in society will
not arise from a simple collection of partial struggles and victories. Lucian van der Walt says that
there are no short cuts, since this project requires widespread mobilisation and conscientisation.,
There needs to be a quantitative (in ferms of numbers and structures) and qualitative change (in
tferms of growing mass confidence, organisation, consciousness and power). The author says this
requires careful work, not a leap of faith and that the small struggles are the foundation of the
great struggle, not a rival, not a substitute, but only a step in the right direction.






At What Level Should a National Minimum

Wage in South Africa Be Fixed?

By Eddie Cottle

The struggle for a National Minimum Wage (NMW) in South Africa has a long history, having
been waged, largely by organised worker formations, since the 1930s. These efforts have
taken various forms from open class conflict to more subdued frade union representations to
the various governments of the day. Most of these representations by the labour movement
to government were made for the infroduction of a NMW system that would enforce a
minimum wage across all industries covering the length and breadth of the country (South
Africa (Republic) 1983: 1). It was only after the Marikana Massacre and farm workers’ revolt of
2012 that the African National Congress led government decided to revisit the infroduction of
a national minimum wage, initially through agreeing to an investigation.

The contents of various reports of task teams have not been made public and the rank and
file members of the frade unions have not been involved in democratic processes 1o decide
where to fix a national minimum wage. The following section outlines the issues we think should
be taken into consideration in determining a NMW for South Africa. The main consideration
should be the poverty line of R2, 648 per month for a household as the primary goal of any
minimum wage policy is to increase the incomes of those at the very bottom of the wage
scale and, in so doing, lift them out of povery. We should also consider that the majority of
workers’ incomes are being determined solely by the employer as 69% or 8 million formal
sector workers are not directly covered by any form of collective bargaining. Only 31% or
3.6 million workers benefit from some form of collective bargaining (South Africa (Republic),
2014:4-27).

The NMW must therefore, by its very nature, be universal. This is so that it can enable the
lowest paid worker, most of whom are women, but all workers, regardless of their location in a
particular sector or industry, to be lifted out of lifelong poverty.

In many countries the NMW is set using the figure of 35 - 45% of the national average wage
or 40 - 60% of the median wage (Belser & Sobeck, 2012: 121-122). According to Statistics
South Africa’s Quarterly Employment Statistics (QES), the average monthly income for the formal
non-agricultural sector was R16, 470 in November 2014. In South Africa, the average minimum
wage, based on the average wage level, would therefore be somewhere between RS, 766 and
R7, 412. If the minimum wage would be based on 50 - 60% of the median wage of R3, 033,
it would result in a wage of R1, 517 - R1, 820. Clearly, using the average and median wage
as the rate at which to fix a NMW would either be too high (as it almost exceeds the highest
minimum for all industries) or too low (since it is below the poverty line) and would leave the
maijority of workers frapped in poverty. On the other hand, using the national median wage of
R3, 033 would clearly mean setting it too close to the household poverty level of R2, 648 per
month. Another suggestion could be to fix the NMW in relation o the Labour Research Service's
median minimum wage amount of R3, 600 per month for all industries (LRS, AWARD, 2015).
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There is much concermn that a high NMW may increase unemployment and that there is a
difference between conditions for economic sectors involved in the export sector and those that
essentially serve the domestic market. A NMW that is fixed atf a level that is considered 1oo high
might lead to considerable retrenchments in the agricultural sector. In the famous 2012 farm
workers' revolt in the Western Cape farm workers demanded a minimum wage of R3, 000 and
on the other hand the Marikana (platinum mining) striking workers demanded a living wage
of R12, 500. What is important is that workers themselves have their own perspective on what
their needs are and what a minimum wage and a living wage should be regardless of what
certain experts may argue.

In broader terms the figure of R3, 000 in 2012 was what farm workers felt would take them out
of a poverty wage and provide a minimum wage they could live on. Would it therefore be
feasible to use the LRS median minimum wage of R3, 600 as a benchmark for all industries to
fixa NMW in 2015 or is it still foo close to the poverty level?

Finally, we cannot set a benchmark for the NMW without first examining the most important
benchmark for workers themselves. This consists of a living wage which should be based on
any working class family being able to afford a low cost house and is called a housing-based
living wage. According fo LRS (1989:2), a housing-based living wage is premised on important
assumptions, namely:

1. That housing is the largest item of expenditure in household income and
2. That a living wage can be derived from the monthly cost of housing if this is set at a
particular percentage of total income.

According to the banking industry a household should look at spending no more than a third
(33.33%) of its monthly income (affer tax and other deductions) on monthly bond repayments.
First National Bank’s Property Barometer (FNB, 2015:1) for former “township” markets indicates
that the average house price is R323, 000 in 2015. Using the bank’s bond calculator, we arrive
at a monthly bond cost of R3, 067 and a qualifying minimum gross income of R10, 224 per
month. We have thus derived atf calculating a housing-based living wage of R10, 224 per
month for 2015.

It thus appears that, in order to take workers out of the poverty wage system inherited from
apartheid, the NMW would have 1o be located somewhere between the all industries median
minimum wage of R3, 600 and the housing-based living wage of R10, 224. An important
consideration is that the fixing of a NMW should not be set too high so that it is confused with
a living wage.

If the all industries median wage of R3, 600 is accepted then workers covered by sectoral
determinations (ranging from domestic workers 1o workers employed in the private security
industry) and workers employed in construction, finance, wholesale and retail then about 7
million workers out of the fotal of 11.7 million formal sector workers in South Africa stand to
benefit. The extent of the coverage depends on how high the NMW is finally set between the
all industries and the housing-based living wage benchmarks.

But how feasible would it be to adopt a universal NMW without shedding jolbbs and causing
harm 1o the broader economy?

Of all the sectors studied (wholesale and retail, domestic workers, forestry, taxi and security) the
researchers at the University of Cape Town found that it was only the agricultural sector where
there was significant occurrence of unemployment after the implementation of the agriculture
sectoral determination of 2003. However, reports of economic growth in the agricultural sector
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remained positive and thus there were no economic shocks (even in exports) that could have
caused the unemployment in the sector’s largest employers, namely, citrus, maize and grapes
(Bhorat, & Mayet, 2013:1).

LRS's findings (2015:27) on employment in the agriculture sector over time indicate that the
largest drop in employment took place in 2001 (just over 500 000), two years prior to the
implementation of the 2003 sectoral determination. However, employment increased again
between 2005 and 2006 by 181 000 jobs and dropped steadily until a low of 627 000 in
2011 then started to increase again to 891 000 in the first quarter of 2015. This represents an
increase of 20% or an additional 182 000 jobs in the first quarter of 2015 when compared to
the first quarter of 2014. Employment levels thus returned to the level of 2003 when the sectoral
determination was first implemented.

The drop in employment of 55 000 farm workers by 2014 is thus a very small decline given the
magnitude of the increase in the minimum wage and looking at employment levels over the
long-term.

What the employment figures show is that most farmers had in fact absorbed a massive
increase in the new minimum wage of R105 a day, a 50% increase (on the prior R69 a day)
in 2013.

Workers also gained tremendously with an increase in the wage bill of R1, 5 billion in 2013
and a further R1, 6 billion in 2014. However the wage determination has modestly increased
real average wages and the overall wage bill was only 10.6% of total farming costs in 2013
(Department of Agriculture, 2013:4).

According to the Department of Agriculture (2014:11), the sector registered strongest growth of
5.6%in 2014, up from 1.5% in 2013. The sector’s growth was because of the R25, 1 billion (13.2%)
increase in gross income from agricultural products in 2014 compared fo 201 3. Thus profit levels
in the agriculture sector increased despite the introduction of the sectoral determination for farm
workers in 2003 and the increase of 50% in farm workers” wages in 2013.

A 2014 study by the Institute for Poverty, Land and Agrarian Studies (PLAAS) at the University of
the Western Cape sums up the experience of the agricultural sector in relation to minimum
wages. It shows that employment figures in the agricultural sector indicate a trend foward
stabilisafion of employment along with a significant shift from casual and seasonal to
permanent employment, that is, both these factors are reversals of previous trends.

What the experience in agriculture (an export sector) and minimum wage determinations indicate
is that there is no mechanical relationship between wages and employment where increases
in wages automatically lead to greater unemployment. The simplistic argument that increased
wages leads to unemployment is not supported by evidence and instead what we observe is
increased employment and increased profitability. Thus, besides financial gains, farm workers
have also scored a change from casual to permanent employment, including a reduction of
workers’ weekly working hours from 47 (2008) to 46 hours (Statistics South Africa: 2014).

ANMW is a powerful weapon in the hands of labour to fight poverty wages and is both reasonable
and necessary. A NMW is not about a ‘normal’ opposing of material interests between workers
and the bosses, it is one of guarding the working class from decay, demoralisation and ruin. It
is the trade union movement that has historically fought against poverty wages and it is only
the labour movement that can make a NMW a reality.
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This paper is based on extracts from a booklet, Cofttle, E. 2015. Towards a National Minimum
Wage in South Africa. International Labour Organisation. Geneva. Available at: http://www.ilo.
org/addisababa/information-resources/WCMS_390762/lang--en/index.htm

http://www.ilo.org/wcmsp5/groups/public/---africa/---ro-addis_ababa/---ilo-pretoria/
documents/publication/wcms_390762.pdf
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By Trenton Elsley, Michael Noble, Helen Barnes, Gemma Wright,
Wanga Zembe-Mkabile, Michell Mpike and Isobel Frye

This chapter is a revised version of the report, "A Decent Living Level for South Africa: A report on how
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INTRODUCTION

The mainstream debate around a national minimum wage for South Africa is a crude one
dominated by concerns about the employment effect of wage levels, with little regard for the
lived experience of the majority of households in South Africa. This is not entirely the fault of the
social partners. The fact is that there are no empirically grounded measures of a decent living
level or a decent wage. The work on which this chapter draws is an effort to begin to fill that
gap in our understanding.

There is a glaring omission in our analysis and our thinking on issues of incomes and livelihoods.
We know a great deal about wealth, who has it, how much they have and how it is reproduced.
We also know a great deal about poverty, the extent and the depth of poverty. What we know
precious little about is what constitutes a decent level of living. We do not have a robust
measure of what it is to live, not merely 1o survive better, but to truly live.

Debates and negotiations about wages have few if any reference points. The benchmarks
that we do have are essentially subsistence benchmarks, which is to say that they are based
on the income required to satisfy biological minimums. These instruments include the Statistics
South Africa poverty lines, the PACSA food basket (2015) and the ‘working-poor line’ developed
by SALDRU, which is also benchmarked on poverty lines (Finn, 2015). It is worth noting that the
working-poor line is an effort to relate poverty to wage levels in particular in order to contribute
fo the national minimum wage debate.

This chapter offers a socially perceived measure of decent living (not subsistence) and equates
decent living with what we really mean when we talk about a living wage. The analysis relates
wages and incomes in South Africa to this measure of a decent living level (Noble et al, 20195).
It is an effort to describe what an income of a certain level might mean for the quality of life of
an individual and a household and, in so doing, to put the ‘social’ back into ‘social dialogue’
and policy debates.

MINIMUM WAGE, LIVING WAGE, DECENT LIVING LEVEL

In South Africa, the terms minimum wage and living wage are used loosely and sometimes in
confusing ways, while their meanings shift with the context in which they are used. This is all the
more reason to fry and define the key concepts before we go any further.

The ILO has defined the minimum wage as a wage that “represents the lowest level of
remuneration or the qualification of the worker; it is the wage which in each country has the
force of law and which is enforceable under threat of penal or other appropriate sanctions”
(Eyraud & Saget, 2005).

It states in ILO Convention No.131 that the primary purpose of a minimum wage is to protect
the wage earners against “unduly low wages” (ILO, 1970). The minimum wage can be set as a
salary per hour, day, week or year. It could be set at any level and does not necessarily cover
the costs for basic needs of a worker or his/her family.

"Minimum wage may be understood to mean the minimum sum payable fo a
worker for work performed or services rendered, within a given period, whether
calculated on the basis of fime or output, which may nof be reduced either by
individual or collective agreement, which is guaranteed by law and which may
be fixed in such a way as fo cover the minimum needs of the worker and his or
her family, in the light of national economic and social conditions” (ILO, 1992).
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Different countries use different names for the minimum wage and these names utilise words
like ‘minimum’, ‘living" and ‘social’ fo add to the confusion.

‘minimum living wage” (Argentina), a “basic minimum wage” (Boftswanaj, a
"basic wage” (Gambia), a "'minimum regulafory remuneration” (Myanmar), or
‘guaranteed personal income” (Yugoslavia). Other designations refer fo the
social aspect of the minimum wage; this is the case of the "minimum income”
(Chile), and the "minimum social wage” (Luxembourg). Or the designation may
even refer o the objective of extending participation in the benefits of economic
growth, as in the "minimum growth wage” (France) (Cottle, 2014).

Simply put, a minimum wage is a legal instrument that is not in fact concemed with meeting
the needs of wage earmners. SO what about the living wage”?

"There is neither a generally accepted definition of what a living wage is, nor is
there a generally agreed methodology on how to measure it” (Anker, 2013).

In 1968 the International Labour Organisation (ILO) defined a living wage as the “amount
necessary to meet the reasonable needs (or basic needs) of an unskilled labourer with a
family of average size” (Cottle, 2014). The living wage is different from the minimum wage
in that it is concerned with meeting the basic needs of an individual and a household. Basic
needs go beyond subsistence needs or a biological minimum. Basic needs would therefore
Qo beyond the need to eat enough food to survive,

The idea of a living wage is strongly associated with the tfrade union movement in South
Africa. Even so, the organisational report to the 2012 COSATU National Congress confirms
that the living wage campaign is limited to the sum of a few parts. The report lists 12 priority
campaigns, the first of which is the living wage campaign. In the discussion that follows in that
report there is no commentary on the living wage campaign itself, except for a finding in the
2012 Workers’ Survey that the living wage campaign is less well supported than the campaigns
around corruption, electricity prices, labour brokers and toll roads.

Although the living wage remains a relatively vague concept, it is fair fo say that a living wage
is generally understood as a wage that allows workers to live a decent life. The concept of
a living wage shifts the focus from wages (what you earn) to consumption (what you can
consume in the broadest sense). The concept of a living wage is concerned with the ability of
a worker to access the freedoms, necessities, goods and services which are required to live a
decent life, not simply those required to survive.

"While there is no universal definition of a living wage, the majority of social
initiatives with living wage clauses converge around the concept that a Iiving
wage should provide for basic needs, usually conceived of as the ability to obfain
adequate food, clean water, shelter, clothes, education, healthcare, transport
and energy” (UTZ, 2013).

The notion of a social wage is related to a living wage and is worth considering briefly. The
social wage is a complementary and overlapping idea. There is no universal definition of the
social wage and it is not common currency in palitics or social policy spaces. The Oxford
Dictionary briefly describes it as “the amenities provided within a society from public funds”
(Oxford University Press, 2013). The social wage is concerned about the basic incomes and
needs of all citizens and not only wage earners.
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The social wage acknowledges that human beings have needs other than the physical
and that the state has a responsibility o assist them to satisfy these needs. The living wage
campaign in South Africa contains demands about workers’ social needs, and assumes the
existence of a complementary social wage.

The maijority of the definitions of social wage refer to the supplementary benefits of the state,
through the welfare system. It could be through tax relief, grants and government services.
Similar to the living wage, the social wage is meant to close the gap between the earnings
and the actual needs of citizens. In countries like Sweden and Britain the ferm ‘social wage' is
synonymous with a universal welfare system, which guarantees a minimum adequate income
to all citizens. It can also be argued that tax allowances, tax credits and other subsidies are
no different from welfare benefits (Rankin, 1986). The notion of a social wage goes beyond
social security arangements and can include the provision of healthcare, housing, subsidised
fransport to name just a few possibilities (Meth, 2008).

COSAIU’'s demand for a social wage complementing a living wage (Coleman, 2012) clearly
views transfer payments 1o households and government services as part of the social wage.
The COSATU demand focuses on the following policy interventions:

1. Access to education, skills and human resource development to redress apartheid labour-
market deficiencies

2. Universal access to affordable, quality healthcare through the implementation of a
National Health Insurance Plan

3. Access to a cheap, reliable and safe public fransport system

4. Implementation of a national retirement/savings scheme

MEASURING A DECENT LIVING LEVEL - SOCIALLY
PERCEIVED NECESSITIES

Between 2003 and 2006, the Centre for the Analysis of South African Social Policy (CASASP)
commissioned by the National Department of Social Development, derived indicators of an
acceptable standard of living that all South Africans should enjoy. The project ran 48 focus
groups to ascertain the kinds of possessions, services and activities that were thought o be
markers of an acceptable standard of living. Questions about 50 possible items were then put
1o a representative sample of adults in the South African Social Attitudes Survey (SASAS) 2005
and again in 2006. The respondents were asked which of the list were essential for all South
Africans 1o possess, have access to or enjoy for an acceptable standard of living. Of the 50
items, 36 were deemed necessary for an acceptable standard of living, which is o say that
36 items were defined as essential by more than half of the population.

These items therefore stand as indicators or markers of an acceptable standard of living. The
36 items are collectively referred to as ‘socially perceived necessities’ or SPNs, and are shown
in bold in Table 1 below. Child-specific items (highlighted in grey) are excluded from most of
the analysis which follows as not all households contain children.

[t should be stressed that this list does not comprise an exhaustive list of necessities, but rather
a set of indicators. Itis a set of indicators that are both scientifically robust and socially derived.
This set of socially perceived necessities offers us a clear way of saying what we mean by
decent living and what we mean when we talk of a living wage. It also offers us an opportunity
1o explore the incomes associated with different standards of living and how people construct
their lives given the limits of their income.
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Table 1: Percentage of people defining an item as ‘essential’ (sorted in descending order)

ltem :;i;;;?ge saying
Mains electricity in the house 92
Someone to look after you if you are very ill 91
A house that is strong enough to stand up o the weather e.g. rain, winds etc. 90
Clothing sufficient to keep you warm and dry 89
A place of worship (church/mosque/synagogue) in the local area 87
A fridge 86
Street lighting 85
Ability to pay or contribute to funerals/funeral insurance/burial society 82
Separate bedrooms for adults and children 82
Having an adult from the household at home at all times when children under ten from the household are at 81
home

Having police on the streets in the local area 80
Tarred roads close to the house 80
Paid employment for people of working age 79
For parents or other carers to be able to buy complete school uniform for children without hardship 79
A flush toilet in the house 78
People who are sick are able to afford all medicines prescribed by their doctor 77
Someone to talk fo if you are feeling upset or depressed 76
A neighbourhood without rubbish/refuse/garbage in the streets 75
A large supermarket in the local area 75
Aradio 74
Someone to transport you in a vehicle if you needed to travel in an emergency 74
A fence or wall around the property 74
Being able to visit fiends and family in hospital or other institutions 73
Somewhere for children to play safely outside of the house 72
Regular savings for emergencies 71
Television/ TV 69
A neighbourhood without smoke or smog in the air 69
Someone to lend you money in an emergency 66
A cell phone 63
Meat or fish or vegetarian equivalent every day 62
A bath or shower in the house 62
Burglar bars in the house 62
Special meal at Christmas or equivalent festival 56
Some new (not second-hand or handed-down) clothes 55
A sofa/lounge suite 54
A garden 51
A car 49
e
A landline phone 48
Washing machine 44
A lock-up garage for vehicles 43
A small amount of money to spend on yourself not on your family each week 42
Having enough money to give presents on special occasions such as birthdays, weddings, funerals 41
For parents or other carers to be able to afford toys for children to play with 39
A burglar alarm system for the house 38
A holiday away from home for one week a year, not visiting relatives 37
A family take-away or bring-home meal once a month 34
An armed response service for the house 28
A DVD player 27
A computer in the home 26
Satellite Television/DSTV 19

Source: SASAS, 2006 (Wright & Noble, 2013)
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Questions were further asked in SASAS 2006 as to whether the survey population possessed the
items, undertook the activities or enjoyed the services. Pernaps unsurprisingly, it was found that
possession of SPNs varied by income (Wright and Noble, 201 3).

Looking at the mean or median income levels of those who possessed the items, it is possible
to estimate the income levels required to enjoy a socially acceptable standard of living.
Fortunately, Stafistics South Africa included all 36 SPNs in the 2008 Living Conditions Survey (LCS)
and has included them in the forthcoming LCS update. The LCS has a much larger sample
size (just over 25,000 households in the LCS compared to around 3,000 households in SASAS)
and contains many detailed guestions about people’s incomes. By adjusting the weighting of
the LCS incomes to 2014 levels using CPI it was possible to explore the relationship between
possession of the SPNs and income,

INCOMES AND SOCIALLY PERCEIVED NECESSITIES

Let us now explore how income relates 1o the possession of the socially perceived necessities
(SPNs) (Noble et al, 2015). Figure 1 below shows how the number of SPNs possessed relates to
median per capita income. The per capita income is calculated in the usual way, by dividing
the total household income by the number of people (of any age) in the household. This is
then plofted against the number of SPNs possessed for people of working age only. Grant
income is included here.

All analysis in this report relates 1o people of working age, unless stated otherwise. Because of
this focus, the paid employment SPN is included which results in a total of 32 SPNs. The four
child-specific SPNs are excluded here. This is however an important dimension and should be
the subject of future analysis.

So, for example, people of working age who have 20 SPNs live in households with a median
monthly per capita income of approximately R1, 000 per month.

Figure 1: Median monthly per capita income by number of SPNs possessed, people of working age only
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It is evident that there is a clear relationship between per capita median income and the
number of SPNs possessed, though it is not a linear relationship. Instead, the income curve
slopes quite steeply around 25/26 SPNs. The figure shows how the number of SPNs that are
possessed increases as median per capita income increases. The mix of SPNs at each level
might differ and this is considered later.
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Based on an analysis of the number of people per household (see Annexure A), we know
that there are 3.89 people per household on average. This would imply that — if the working
age person was the sole earner and there were no grants or other sources of income being
received within the household — their salary would need to be approximately R3, 890 per
month in order to have a standard of living that matched the median monthly per capita
income of people of working age who possess 20 of the SPNs. The salary would need to be
much higher in order to match the median income of those who have all 32 SPNs.

WAGES AND THE POSSESSION OF SOCIALLY
PERCEIVED NECESSITIES

This section estimates the wage levels (rather than total income) that are associated with
different living levels.

In Figure 2, grantincome received by the household is subtracted first from the total household
income, and then the balance is divided by the number of employed people of working
age in the household. This provides a very rough approximation of the average salary of the
employed members of the household. This is an unconventional way of equivalising income
and is referred to as ‘equivalised earnings’ to make it clear that it is not a per capita income.

Taking the 20 SPNs as the example again, the median monthly ‘equivalised earnings’ (for
employed people of working age) is R2, 714. As with Figure 1, this can be further interpreted
using the analysis of the number of people per household (see Annex A). On average, there
are 3.88 people in households that contain at least one employed person of working age, and
1.51 employed people of working age. This would mean that — if we apply these averages —
their combined salaries of R4, 098 per month (R2, 714 x 1.51) would translate into a per capita
monthly income in the household of R1, 056 (R4, 098/3.88). This compares well with the earlier
estimate of R3, 890 per month in 2014 prices.

Figure 2: ‘Equivalised earnings’ by number of SPNs possessed, employed people of working age only

Median monthly income (excluding grant income)
per employed adult of working age in household
by number of SPMNs possessed or otherwise enjoyed
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IN WHAT ORDER DO PEOPLE ACQUIRE NECESSITIES?

How do people construct a life when there are limitations on their income?

The question could be asked whether certain SPNs are possessed sooner than others, and
indeed at what income level certain SPNs are acquired. This will help us understand how the
quality of life changes for individuals and households as their income increases.

Although it is appealing to think that certain SPNs are acquired af certain income levels, in
practice the redlity is not so straightforward. For example, certain SPNs are not usually directly
purchased by individuals, for example street lighting, and touch on the issue of the social wage
(Meth, 2008). Others could manifest themselves differently for different people. For example,
someone to lend you money in an emergency could relate either to social networks or access
to private financial services. Some SPNs, such as a fridge, might be received as gifts from other
wealthier relatives. Others SPNs might have been purchased at a time when the household
had a higher per capita income than reported in the survey.

Although SPNs may be acquired at different income levels for different people, it can be
observed that certain SPNs are obtained sooner than others.

The next table (Table 2) shows that if a person enjoys only one SPN then that SPN is very likely o
be *having someone to look after you when you are ill'. It is noteworthy that this is an SPN that
can be acquired socially and is not simply a matter of having enough money. Similarly, the
second SPN to be acquired is 'someone to talk to when you are feeling upset or depressed’.
The first need to be acquired, which has a defined monetary value, is a cell phone. The last
SPNs to be acquired are regular savings for emergencies and a garden.

Table 2: When do most people of working age possess each SPN?

Average number of SPNs
SPN possessed when 50% of people of
working age possess the item

Someone to look after you if you are very ill 1

Someone to talk to if you are feeling upset or depressed 2

A cell phone 6

A place of worship (church/mosque/synagogue) in the local area 8

Being able to visit fiends and family in hospital or other institutions 8

Clothing sufficient to keep you warm and dry 10

Mains electricity in the house 12

A house that is strong enough to stand up to the weather e.g. rain, winds etc. 12

Special meal at Christmas or equivalent festival 12

Ability to pay or contribute o funerals/funeral insurance/burial society 15

A fence or wall around the property 15

Television/ TV 15

Some new (not second-hand or handed-down) clothes 15

A fridge 16

Someone to lend you money in an emergency 16

Having police on the streets in the local area 18

Tarred roads close to the house 18

Meat or fish or vegetarian equivalent every day 18

Street lighting 19
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Average number of SPNs

SPN possessed when 50% of people of
working age possess the item

Aradio 19

A sofa/lounge suite 19

A large supermarket in the local area 20

Someone to transport you in a vehicle if you needed fo travel in an emergency 20

A neighbourhood without smoke or smog in the air 22

Paid employment for people of working age 23

A flush toilet in the house 23

People who are sick are able to afford all medicines prescribed by their doctor 23

A neighbourhood without rubbish/refuse/garbage in the streets 23

A bath or shower in the house 23

Burglar bars in the house 23

Regular savings for emergencies 27

A garden 27

Source: LCS 2008/9

SOCIALLY PERCEIVED NECESSITIES THAT ARE ACQUIRED LATE

There are a number of necessities that tend to be possessed after most other SPNs have been
possessed — referred 1o here as ‘late jumpers’.

Table 2 above shows that, for example, the majority (50% of people of working age) possess
electricity by the time they have 12 SPNs, while over 50% have someone to look after them
when they are very ill when they have just one SPN.

Some SPNs are not possessed by people until they have acquired a much greater number of
other SPNs. These ‘late jumpers’ include paid employment, a flush toilet in the house, being
able to afford prescribed medicines, a neighbourhood without rubbish in the streets, regular
savings, a neighbourhood without smoke or ssnog, a bath or shower in the house, burglar bars
and a garden.

Half (50%) of wage eamers do not possess these SPNs until they have over 20 SPNs in total.
Most do not have regular savings and a garden until they have 27 SPNSs.

A number of these items that are only possessed late relate 1o where a person lives and the
standard of living associated with that area. The implication is that workers must either buy their
way into a better neighbourhood or that better development and servicing of neighbbourhoods
is required to raise their standard of living.

DOES A WAGE INCREASE CHANGE A PERSON'S LIFE?

Two case studies are presented here, using an income level of R4, 700 (which falls towards
the lower end of the band of incomes under consideration in relation to a national minimum
wage (COSAIU, 2015) and a wage level of R12, 500 which is linked to the Marikana demand
and the call for a living wage (Selebi, 2012). Again, ‘equivalised earnings’ is used here rather
than per capita income.
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For employed people of working age with ‘equivalised earnings’ of approximately R4, 700!, the
average number of SPNs possessed is 21.9. People af this income level have at least 7 SPNs and
half have 21 or more. By definition, all people in the analysis have one SPN: paid employment.

For some of the other SPNs possession rates are over 90%: mains electricity, someone to look after
you if you are ill, clothing sufficient o keep warm and dry, someone to talk to if you are feeling
upset or depressed, being able to visit fiends and family in hospital or other institutions and a
cell phone. At this income level six items are possessed by less than 50% of people: a flush toilet
in the house, a neighbournood without rubbish in the streets, regular savings, a neighbbourhood
without smoke or smog in the air, a bath or shower in the house and a garden.

For employed working age people with ‘equivalised eamings’ of R12, 5002, the average
number of SPNs possessed is 26.6. All people at this income level have at least 13 SPNs and
half have 27 or more.

At this income level there are no SPNs (other than paid employment) that are possessed by
everyone, although mains electricity is possessed by 99.9%. In tfotal, 12 SPNs are possessed
by over 90% of people. There are a few SPNs where possession rates are relatively low, for
example, a neighbourhood without rubbish in the streets (65%), a radio (57%). regular savings
(48%) a neighbourhood without smoke or smog in the air (60%) and a garden (62%).

The shift from R4, 700to R12, 500 per monthis associated with significant gains in the percentage
of workers who possess or enjoy street lights, the ability 1o afford medicines prescribed by their
doctor, a neighbourhood without refuse in the streets, having someone 1o transport them in a
vehicle in an emergency, a fence or a wall around their property, burglar bars in their house,
a sofa and a garden. These values are shaded in the table below.

Although the percentage of workers who enjoy a neighbbourhood without refuse in the streets
and a garden increases at the higher eamings, the total percentage of workers enjoying these
two items is relatively low compared 1o the others. These items are marked with an asterisk (*).

1 Those people with an ‘equivalised earnings amount’ in November 2014 of between R4, 600 and R4, 800.
2 Employed people of working age with ‘equivalised earnings’ (at November 2014 prices) of between R12, 400 and R12, 600 per month.
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Table 3: Which SPNs do employed people of working age have?

SPN (ordered by percentage saying essential, in descending order)

Percentage of
employed people

of working age with
‘equivalised earnings’
of R4, 700 who
possess each SPN

Percentage of
employed people

of working age with
‘equivalised earnings’
of R12, 500 who pos-
sess each SPN

Mains electricity in the house 90.53 99.90
Someone to look after you if you are very ill 91.21 9411
A house that is strong enough to stand up to the weather e.g. rain, winds etc. 77.27 82.27
Clothing sufficient to keep you warm and dry 90.80 90.93
A place of worship (church/mosque/synagogue) in the local area 88.65 98.73
A fridge 76.91 91.85
Street lighting 68.10 91.54
Abllity to pay or confribute to funerals/funeral insurance/burial society 66.73 75.53
Having police on the streets in the local area 65.89 77.67
Tarred roads close to the house 71.40 88.62
Paid employment for people of working age 100.00 100.00
A flush toilet in the house 47.89 84.93
People who are sick are able to afford all medicines prescribed by their doctor 52.84 83.16
Someone to talk fo if you are feeling upset or depressed 90.20 95.15
A neighbourhood without rubbish/refuse/garbage in the streets 45.02 65.10*
A large supermarket in the local area 62.76 78.36
A radio 57.46 57.08
Someone to transport you in a vehicle if you needed to travel in an emergency 61.52 85.49
A fence or wall around the property 66.13 91.25
Being able to visit fiends and family in hospital or other institutions 91.28 98.86
Regular savings for emergencies 39.95 47.51
Television/ TV 86.24 93.69
A neighbourhood without smoke or smog in the air 44.32 59.51
Someone to lend you money in an emergency 56.31 71.34
A cell phone 92.83 93.44
Meat or fish or vegetarian equivalent every day 69.90 82.88
A bath or shower in the house 45.18 81.87
Burglar bars in the house 57.43 85.04
Special meal at Christmas or equivalent festival 74.89 83.80
Some new (not second-hand or handed-down) clothes 69.00 79.53
A sofa/lounge suite 58.59 84.81
A garden 30.99 61.72*

Source: LCS 2008/9
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WAGES IN SOUTH AFRICA AND SOCIALLY
PERCEIVED NECESSITIES

In the figure below, we relate benchmarks of minimum wages in South Africa 1o the possession
of the socially perceived necessities that constitute a decent living level.

It is evident that existing minimum wage benchmarks are far off the eamings associated with
the possession of all SPNs. R19, 299 is the eamnings associated with possessing all 32 SPNs.

The drop in earnings associated with possessing one through 1o three SPNs is likely an aberration
due to small numibers. The curve is very flat up to possession of 15 SPNs. This level is associated
with earnings of R1, 688 per month.

R2, 420 per month is the median minimum wage across sectoral determinations and is
associated with possession of 19 SPNs. R3, 033 is the median eamings reported in the 2014
QLFS and is associated with the possession of 20 SPNs. R3, 300 is the median minimum wage
across bargaining councils and is associated with the possession of 21 SPNs.

R3, 600is the LRS estimate of the median wage floor across different types of wage determinations
(bilateral bargaining, SDs, BCs and bargaining forums) and is associated with the possession of
22 SPNs.

The SALDRU Working-Poor Line of R4, 125 per month is associated with the possession of 23 SPNs.
R10, 224 per month is an estimate of the earnings required to finance a decent low cost house
(the finance cost is set at one third of total disposable income). This amount is associated with

the possession of 27 SPNSs,

R12, 500 per month is the wage demand that emerged at the Marikana mining operations of
Lonmin in 2012. This amount is associated with the possession of 29 SPNs.

Figure 3: Median equivalised earnings by number of SPNs possessed, with selected wage benchmarks
(in Rands per month)
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A NATIONAL MINIMUM WAGE AND A LIVING WAGE

The preliminary analysis of this new source of information about the relationship between
incomes and a decent living level throws up some interesting insights. Further reflection and
analysis is likely to refine our understanding even more.,

There is a clear relationship between possession of the SPNs and income. As income increases
so does the average number of SPNs possessed. These results do not tell us how much it costs
fo obtain the SPNs. Instead, the results reveal the median incomes of those who do possess
the items.

The median per capita income of people who possess all of the socially perceived necessities
is quite high. The relationship between income and possession of necessities varies by item
and some are more prevalent amongst those who have most of the SPNs (for example paid
employment), whereas other items can be common even for those who have very few (for
example, someone 1o look after you when you are very ill).

The distance between the levels at which minimum wages are currently set and a decent living
level or a living wage is greater than some may have thought. Society has set its threshold for
an acceptable standard of living at a level that is higher than most people currently enjoy.
The existing wage reference points for the national minimum wage are very modest. In fact,
the analysis suggests that without a major shift in social wage allocation, only a radical shift in
wage levels would propel the maijority of people to a decent living level.

The results also do not fell us how much it would cost to obtain a basket of goods and services
needed for a decent living level. This would require a much more detailed and comprehensive
set of items, and there are a number of ways in which this approach could be implemented.

If we take all the SPNs to represent a socially acceptable standard of living and we wish to
move households to a place where the maijority will possess all of these necessities, then we
require households to have a single wage earner (s measured by equivalised earnings) who
eams over R19, 000 per month (see Figure 2).

The fact that it is not currently economically viable to shift minimum wages fo this level should not
be taken to mean that the measure is irelevant. What it suggests is that the political economy of
South Africa is one that manifests a ‘decent living level deficit’ of a very large magnitude.

The possession of 23 SPNs is associated with equivalised earnings of R3, 862 per month, while
the possession of all SPNs, except regular savings and a garden, is associated with equivalised
eamings of R15, 000 per month.

As the case study showed, the shift from R4, 700 to R12, 500 per month is associated with
significant gains in the percentage of workers who possess or enjoy street lights, the ability to
afford medicines prescribed by their doctor, a neighbourhood without refuse in the streets,
having someone to transport them in a vehicle in an emergency, a fence or a wall around
their property, burglar bars in their house, a sofa and a garden.

The steepness of the curve when tracking household income against the possession of socially
perceived necessities is evident all the way through the analysis. The possession of further SPNs
from 22 onwards is associated with relatively large increases in the earnings of employed
people of working age in the household.
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A number of the necessities only possessed later relate 1o where a person lives and the
standard of living associated with that area. This implies that workers must either buy their way
into a better neighbourhood or that the development and servicing of neighbournoods would
facilitate the possession of several additional necessities.

What is also striking is the flatness of the curve up to a point. It suggests that an individual can
acquire successive SPNs with relatively small increases in earnings, certainly up to 15 SPNs. This
implies that policy measures to increase incomes to this level could have significant returns,
but only up to a certain living level.

Even if we pursue partial solutions 1o large problems because of limited resources or limited
political vision, we should not forget that this decent living level (represented by the set of 32
SPNs) is conceptually indivisible. It is by possessing all of these SPNs that a household is situated
at a decent living level. Strictly speaking, to not possess even one of the SPNs is to fall short of
a decent living level.
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ANNEXURE A: HOUSEHOLD SIZE

The following table summarises facts relating to household size, number of children and
number of employed adults within households. The mean figures are provided here.

Average household size and other related facts (LCS 2008/9)

N
Average household size in SA 3.89
Average household size - in households where the per capita income is below R3,000 per month 4.28
Average household size - in households where the per capita income (minus grants) is below R3,000 per month 4.27
Average household size - in households where the per capita income is below R4,500 418
Average household size - in households where the per capita income (minus grants) is below R4,500 4.17
Average household size - in households containing at least one working age person who is employed 3.88
Average number of employed adults per household - in households containing at least one working age person who is 1.54
employed
Average number of employed adults of working age per household - in households containing at least one working age 1.51
person who is employed
Average number of children per household 1.49
Average number of children per household - in households that contain children 2.43
Average number of children per household - in households that contain children and at least one person of working age 2.44
Average number of children per household - in households containing at least one person of working age 1.55
Average number of children per household - in households containing at least one working age person who is employed 1.38
Average number of children per household - in households containing at least one child, and at least one person of working | 2.28
age who is employed

Note: Incomes were adjusted to 2014 using the CPI before applying the thresholds in this table.
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“How Can A National Minimum Wage

Contribute To Narrowing The Gender Pay Gap
And Moving Us Closer To Gender Equality?”

By Nina Benjamin

Over the past year much has been said and written about the role of a National
Minimum Wage in the confext of unemployment, poverty and inequality. Up
till now the NMW discussions have largely been silent on the issue of gender
inequality. This paper adds fo the present discussion by raising the question "How
can the NMW confribute to narrowing the gender pay gap and moving us closer
to gender equality?”

Women workers in South Africa earmn on average 38% less than men according to the World
Economic Forum'’s 2014 Global Gender Gap Report. The report ranks South Africa 83 out of
142 countries. In a country where wide ranging legislation is in place 1o protect workers against
any form of direct discrimination, this is an alarming statistic. The most recent Amendment to
the Employment Equity Act which came into effect on 1 August 2014 seeks to ensure that all
female employees have the right fo demand the same pay as male employees performing
work which is the same, similar or of equal value yet even with equality legislation in place the
gender pay gap persists.

There are clearly forms of indirect discrimination' that cannot be addressed through legislation
alone. There is for example the perception that certain kinds of work are “women’s work” for
example care-work and the skills and competencies associated with this kind of work are
often undervalued. There is also work which is predominantly done by women and the pay
scales for this kind of work such as pre-school teaching tends to be lower than work done in
predominantly male sectors. Women are also generally responsible for the bulk of unpaid
reproductive work which means that their employment is discontinuous, disadvantaging them
in respect of access to career opportunities.

To achieve equal pay requires equality legislation, policies and programmes aimed at
combatting discriminatory practices and gender-based stereotypes about the value of
women’s work, publically funded services for supporting care work and a wage that enables
both men and women to take care of their families. A minimum wage could provide women
workers who find themselves in the low paid, undervalued jobs with increased protection and
in turn decrease the gender gap with men who are more likely to be located in higher paid
sectors like manufacturing and mining. Importantly a minimum wage could strengthen our
struggle for gender equality.

1. “Indirect discrimination” is discrimination not written into laws or policies but rather the more invisible norms shaped by institutions like
the family, church, school
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SOUTH AFRICAS GENDER PAY GAP AND WOMEN WORKERS IN
LOW PAID FORMS OF EMPLOYMENT

Mainstream economics assumes that there is a principle of equal pay for equivalent work but
in practice the ILO claims that women globally eam 77% of what men earn. The ILO's Equal
Remuneration Convention, No. 100 passed in 1951 acts as a standard for framing national
labour legislation to enforce equal remuneration. South Africa ratified Convention 100 on 30
March 2000 and in compliance with the Convention and in recognition of the principle of “equal
pay for work of equal value”, on 1 June 2015 a draft Code of Good Practice was issued by the
Department of Labour. The code (Department of Labour, 2015) has the following objectives:

* Provide practical guidance fo employers and employees on how fo apply the principle of
equal pay/ remuneration for work of equal value’ in their workplaces.

* Jo promote the implementation of pay/ remuneration equity in the workplace by employers,
including the State, employees and frade unions through human resources policies,
practices and job evaluation processes.

* Aims fo encourage employers to manage their pay/ remuneration policies, practices and
proper consultation processes within a sound governance framework in order fo drive and
maximise on the principle of equal pay/ remuneration for work of equal value that is fair,
free from unfair discrimination and consistently applied.

Women in the South African workplace are confronted with a range of discriminatory practices,
behaviours, aftitudes and policies. First-hand accounts from women participating in the LRS
coordinated Intemnational Trade Union Confederation led Labour Rights for Women Campaign?
speak of wide scale discrimination, harassment and abuse (LRW Annual Reports, 2013 and
2014). For many working women there is a consistent under and devaluing of the skills and
competencies they bring to the workplace so that pay scales for jolbs requiring similar skills,
qualifications or experience are often lower when jobs are predominantly done by women.
It is almost as if employers see that job as being of “less value” and in fumn less pay-worthy
and this then becomes the “standard” for the job. For example pre-school teachers, the
vast majority of whom are women, play an invaluable role in the development of a child yet
they have relatively limited access to career progression and are poorly paid even in relation
to educators at other levels. This form of discrimination extends to wage negotiations, where
not only are women seldom involved in negotiation processes but women in the more non-
standard, low paid, low skilled jobs are largely unorganised and are therefore not included in
collective bargaining processes (ibid).

Unpaid care work like caring for the sick and the elderly, bringing up children and housework
are considered women'’s work. Domestic work is not equally shared between men and women
and as a result women work longer hours when compared to men juggling their unpaid
reproductive roles with paid employment and, as a result, have higher rates of absenteeism
and interruptions in employment as compared 1o men, often to take care of children, parents,
siblings and other members of extended families. These breaks in employment to carry out
unpaid reproductive work has an effect on job security, career progression, work experience
and long term benefits like UIF and pension funds where women who have not been able
to work continuously are negatively affected by the rules governing entitlement and the
level and duration of payments. All of this creates a perception that women have a weaker
attachment to the labour market and that, particularly young women in their childbearing
years, are unreliable and unsuitable for long term employment.

2. Labour Rights for Women Campaign, (LRW) Campaign - set up in June 2012 by the Gender Coordinators of the four national labour
federations in South Africa- NACTU, COSATU, FEDUSA and CONSAWU.
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"Women'’s reproductive work is a fax on their labour that they have fo pay before
undertaking income generating or expenditure saving activities. Since men do
not have fo frade their economic activities against domestic responsibilities the
reproductive tax distorts how labour is allocated in the household” (Kabeer, 2003).

Wage structures are therefore not “gender neutral” and women entering the labour market
are likely to face many of the challenges described above. An increasing number of women
workers concentrated in low-skiled occupations and precarious forms of employment® are
more likely to eamn low pay*, low pay being a key indicator of precarious work. With low levels of
unionisation workers in precarious sectors are also more vulnerable to coercion and intimidation
fromn employers because of the insecurity of their positions. In the South African context many
women in precarious work not only earn very low wages but are also sole providers for children
and other family members. Many women find themselves in precarious forms of work and
in turn precarious work is dependent on women who have had few opportunities for skills
development or furthering their education, are often sole breadwinners and are unlikely fo be
unionised — all of these acting as factors 1o widen the existing gender pay gap.

HOW CAN A MINIMUM WAGE CONTRIBUTE TO CLOSING THE
GENDER PAY GAP

Can a National Minimum Wage play a role in reducing women'’s vulnerability to low pay in
precarious forms of employment and reduce the gender pay gap”?

In a paper prepared for the ILO Conference: 'Regulafing for Decent Work, July 2009, Jill
Rubery and Damian Grimshaw explore the relationship between the size of the gender wage
gap in a country in relation to the level of the statutory minimum wage and the strength
of collective bargaining coverage in that country. Their findings reveal that countries with a
statutory minimum wage at a relatively high level for example Australia has a gender pay gap
of 2% and countries with strong collective bargaining coverage for example France has a gap
of 9%. In both cases the gender pay gap is relatively low when compared 1o countries with
neither a national minimum wage nor strong collective bargaining coverage, for example, a
country like Japan with a gender gap of 27%>.

Rubery and Grimshaw’s analysis of how the implementation of a NMW can e an instrument for
moving fowards gender equity provides us with a numiber of pointers that are useful when framing
our own response to the relevance of a NMW for gender equity in the South African context.

Discrimination in the workplace is often highest amongst low paid workers in precarious forms
of employment. A NMW will cover the maijority of these workers regardiess of sector. Women
workers in all forms of employment will have a single figure to negotiate around. A single,
nationally legislated figure will be important in raising consciousness amongst women workers
who might have limited exposure to the infricacies of labour legislation, frade union organising
and collective bargaining processes.

3. In 2014 about one million South African women were employed as domestic workers, 1.3 million in low-skilled occupations, and 2.6
million in semi-skilled occupations. Stats SA, in South Africa Survey 2014/2015, Institute of Race Relations.

4. "Women dominate lower earnings categories — a finding borne out on the basis of mulfiole data sources including household
survey data and tax data - far in excess of their share of fotal employment, and mean and median wages are lower. The evidence
suggests that at least part of this relates to women'’s involvement in domestic work, with three-quarters of domestic workers in 2007
classified as low-paid compared fo 61% of those in the informal sector and 25% of those in the formal sector.” The report on the
Stafus of Women in South African Economy — pg. 78

5. Jill Rubery and Damian Grimshaw, ‘Regulating for Decent Work, July 2009, Paper prepared for ILO Conference
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A NMW reduces wage dispersion and in turn a less dispersed wage, particularly amongst the
lowest paid workers should allow for an upward variation® and reduce the gender wage gap.

For many women workers who are sole breadwinners, low wages keep both themselves and
their families in poverty. One way of dlleviating the effects of these poverty wages is for workers 1o
work longer hours to increase income for subsistence. Setting a NMW that meets the basic needs
of women workers who are sole breadwinners could go a long way in alleviating the increasing
burden women experience in trying to keep themselves and their families out of poverty.

THE MINIMUM WAGE DEBATE AND GENDER EQUALITY

Pervasive and cutting through all other forms of inequality, gender inequality is constructed
directly through the policies that perpetuate gendered stereotypes and power relations or
through policies which are “gender blind”” as well as through the more invisible and unwritten
norms and cultures that shape our everyday lives. Individuals in turn internalise these direct and
indirect forms and codes of gender inequality and this is then reflected in their consciousness,
behaviour and in their access to resources® (Gender at Work Framework).

Proponents for a NMW argue that it provides a national floor below which no wage can fall
(Cottle, 2015). This will ensure that we move towards more equal wage structures and workers
eamn enough to meet their basic needs. A focus on the NMW's role in closing the gender gap
does not as yet appear very prominently in the Department of Labour’s Investigation info a
National Minimum Wage.? While there is recognition that women form the maijority of low paid
workers who would benefit fromm a NMW, discussions on what a NMW figure would be, what
should be taken into account when setting this figure and how enforcement and compliance
will be ensured, seem to be “gender blind”.

The National Minimum Wage as a policy would cover both women and men from low income
and marginalised households. For a NMW to be a path for addressing gender inequality it
would need to be clear that while both men and women face poverty, men and women are
not affected in the same way and working towards addressing inequality would need to take
the different needs of women and men into account. If the NMW is 1o work fowards gender
equality it would need to address both the practical and strategic needs of women.

"Practical gender needs are the needs that women identify in their socially
accepted roles in society. Practical needs do not challenge the gender division
of labour or women'’s subordinate position in society, although rising out of them.
Practical gender needs are a response to immediate perceived necessity,
identified within a specific context. They are practical in nature and are offen
concerned with inadequacies in living condifions such as water provision, health
care and employment.

Strategic gender needs are the needswomen identify because of their subordinate
position to men in their society. Strategic gender needs vary according to specific

6. An upward variation is not automatic for workers in all low paid sectors and this will depend on how the NMW is negotiated

7. Gender-blindness refers fo a failure fo identify or acknowledge difference on the basis of sex. Policies incorporate biases in favour of
existing gender relations and therefore tend fo exclude women and are often explicitly male biased.

8. Informed by the Gender at Work Framework, an analysis of the role of social institutions or rules—both formal and informal—in main-
taining and reproducing women’s unequal position in society

9. In 2014 the Department of Labour set up an investigation with the purpose of examining how a national minimum wage may be
implemented in South Africa and to determine its likely impact on the wage structure, inequality, employment and on the standard of
living of workers. Once the investigation has been completed, the department envisages a process of consultation with stakeholders
and, possibly, further research to better understand parficular issues relating to the minimum wage.
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contexts. They relafe to gender division of labour, power and confrol and may
include such issues as legal rights, domestic violence, equal wages and women's
confrol over their bodies. Meeting strategic gender needs helps women tfo
achieve greater equality. It also changes existing roles and therefore challenges
women’'s subordinate position” (Gender Links).

Addressing both practical and strategic needs would need what Naila Kabeer refers to as a
gender redistributive policy, a policy that aims o create supportive conditions for women to
empower themselves (Kabeer in March, Smyth & Mukhopadhyay, 1999). Would a NMW be
set at a figure high enough for the many women who are single breadwinners to be able to
afford appropriate childcare, or is the state considering taking more responsibility for providing
childcare — both these are examples of measures that could support women who want to
play a more active role in the labour market.

In August 2014 LRS facilitated a 2 day workshop, titled “A worker’s dialogue on the National Minimum
Wage”. In a session focussing on the gendered dimensions of a national minimum wage, one of
the participants summed up the views of many of the women present at the workshop:

"There ought to be equality in the work place and in the home. Women are care
givers and they have fo be providers foo. As women and mothers we want good
schools for our children and proper childcare ...what this NMW would mean to
a woman is to be able to fake better care of her family as many nights we go fo
sleep hungry” (LRS Workshop, 2015).

Creating conditions that will ensure women are able 1o monitor and enforce compliance is
a key challenge for the NMW. “"No minimum wage will be attained without women'’s rights —
Compliance can only happen if women workers feel empowered and informed and able
to ensure compliance. We have the experience of domestic workers and the difficulty of
ensuring compliance with the sectforal defermination as an example. Many of the women
workers that the NMW cover are not unionised and this poses challenges for compliance. All
of this is linked to the infernal gender dynamics within frade unions. We cannot advocate for
a NMW that promotes gender equalify without also advocating for union processes and union
culture to change” (ibid).

CONCLUDING THOUGHTS

What we can conclude is that "a NMW that will take care of the poorest of the poor, the
majority of whom are black, low skilled women, responsible for keeping themselves and their
families our of poverty!” is what is required (ibid). In many of the articles discussing the NMW
policy fleeting reference is made to the role the NMW can play in lifting black women out
of poverty. So who is this invisible mass of black women who could be lifted out of poverty
through the implementation of a NMW? How involved are they in deciding what level the NMW
should be fixed at, and what processes are in place to ensure that women feel empowered
and supported to report breaches in compliance?

The same women who are forced to accept low wages and long hours while carrying out
more and more unpaid reproductive labour as the state cuts public spending, is being “lifted
out of poverty”, a concept which sounds more like a favour than being paid for all their many
hours of productive and reproductive labour. Neither the GDP nor public budgets show the
value of this reproductive labour. This lack of visibility of women’s contribution to the economy
perpetuates women’s marginalisation from the economy and entrenches gender inequality.
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"There is a very simple equation operating here: if you are invisible as a producer
in @ nation’s economy, you are invisible in the distribution of benefits (unless they
label you a welfare ‘problem’ or ‘burden™ (Waring, 2003).

So perhaps the NMW discussion needs to be turned on its head and we need to be looking at
how a NMW can ensure that women’s contribution to the economy is recognised.

Fixing the NMW is af the moment a highly contested discussion. Should it be close to the poverty
line? Should it be a percentage of the national average wage? Should it be a percentage of
the median wage? The question is who is involved in these discussions? How are the women who
are 1o be "lifted out of poverty” 10 be involved, or do they remain passive, invisible recipients?
What if the national discussion is framed around “*how can a national minimum wage act as
a basic, minimum cover for the contribution that women make to the economy”? In this way
women will feel free and empowered to speak about how they see themselves contributing to
the economy through the different kinds of labour that they are carrying out. Placing a value
on reproductive labour will go a long way in women being recognised as equal and important
contributors to society, which in tumn will increase women'’s sense of self-worth and agency in
closing the gender wage gap and taking the lead in dealing with issues like the level of the
NMW and measures to ensure compliance.,

"If the production boundary were extended fo include production of personal and
domestic services by members of households for their own final consumption,
all persons engaged in such activities would become self-employed, making
unemployment virtually impossible by definition. Rather than justifying leaving
most of the work done by most women out of the equation, this statement surely
demonstrates that the current definition of unemployment is inappropriate”
(ibid).
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A Review Of Collective Bargaining In

South Africa In 2014

By George Mthethwa

INTRODUCTION

Collective bargaining is usually a process that is entered into by two willing parties; workers are
represented by their frade unions on the one hand and the bosses and their representatives
on the other. Collective bargaining can take place at centralised level (through a bargaining
council), company level or decentralised level (plant level). The main objective of collective
bargaining between employers and frade unions is 1o negotiate and conclude agreements
that cover wages and conditions of employment.

Sectoral determinations regulate the terms or conditions of employment for vulnerable
employees in sectors where there is no collective bargaining. The Employment Conditions
Commission convenes public hearings in order to gather proposals from both employers and
employees and then makes recommendations to the Minister of Labour. Once the Minister
approves the recommendations, they are published in the Government Gazette as new wage
rates or sectoral determinations (Basic Conditions of Employment Act, Act No. 75 of 1997
Section 51/62).

The purpose of this chapter is to look at the outcomes of collective bargaining in South Africa
in 2014. Labour Research Service reviewed 524 collective agreements which were negofiated
by various bargaining councils as well as at a decentralised level (Table 1) with an estimated
coverage of 2 466 281 workers. We also included 9 sectoral determinations (legislated nominal
minimum wages) that cover an estimated 5 115 720 unorganised workers (LRS, 2015). LRS
visited union offices, together with email, telephone and fax correspondence to communicate
with frade union representatives in collecting these documents.

Table 1: Sample Size (Workers Covered by CBA)

Standard Industrial Classification Number of Wage Agreements 2014 Estimated number of workers covered by
Major Division wage agreements in sample
(SIC)

Agriculture, hunting, forestry and fishing 15 5264

Community, social and personal service 14 1531 900

Construction 15 100 811

Electricity, Gas & Water 9 38 412

Financial infermediation, insurance, real estate... | 63 22191

Manufacturing 191 379 780

Mining and quarrying 55 101 369

Transport, storage and communication 13 121 005

Wholesale and retail frade 149 165 549

Total 524 2 466 281

Source: Labour Research Service (Actual Wage Rates Database)
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The process of analysing collective bargaining agreements however faced some challenges
due to the fact that there was uneven cooperation from regional offices in submitting the
agreements to the LRS office. Some collective bargaining agreements also lacked pertinent
information and therefore could not be included in this analysis.

This chapter therefore examines nominal median minimum wages as captured in collective
bargaining agreements negotiated in various bargaining councils, plant level agreements and
sectoral determinations that are legislated by the Minister of Labour. It also looks at nominal
median minimum wages won by frade unions and adjusts these, taking the average inflation
rate for 2014 into account to determine the real median minimum wages. The overall aim of
the chapter is fo develop strategic and practical understanding of nominal wages, real wages
and inflation, in an endeavour to assist negotiators in future bargaining rounds.

In this chapter, the term inflation means a sustained increase in the general level of prices for
goods and services. It is measured as an annual percentage increase.

The annuadl inflation rate as measured by Statistics South Africa’s Consumer Price Index
averaged 6.1% in 2014, an increase from 5.7% in 2013.

The median wage increase was 7.7% in 2014 (LRS AWARD 2014). This is 0.3% lower when
compared 1o the 8% attained in 2013. When we take the effect of rising prices on the wage
increase into account, we can conclude that the real wage increase was 1.6% (Using the
average inflation rate of 6.1%)

The nominal median minimum wage increased from R3, 336 per month in 2013 to R3, 538
per month in 2014. This franslated into an increase of R202 per month or 6%. If we take inflation
info account, we find that the real median minimum wage was R3, 146 per month in 2013
and R3, 322 per month in 2014 (LRS AWARD 2014).
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DEFINITIONS OF TERMS USED IN THIS CHAPTER

Bilateral Agreements: These are agreements that are concluded between a single employer
and one or more trade union. Bilateral agreements include large national companies with
many plants or branches as well as small employers with only a single outlet,

Bargaining Council: These agreements are concluded between associations of employers
and one or more trade union.

Sectoral Determination: Agreements covering workers in designated/ specific industries.

Cash Wage or Nominal Wage: This is the amount of money that the employer pays the workers,
for example, if a worker earns R3, 500 per month then that is the worker’s cash wage.

Real Wages: This refers to the value of the wage in terms of what it can buy, that is, the
purchasing power of the wage. It is called a real wage because it has taken the effects of
rising prices (inflation) on workers” wages into account.

Median Wage: A median wage is the boundary between what the highest 50% of workers are
paid and what the lowest 50% of wage earners are paid. Thus, if the median wage in South
Africa is R3, 033, this means that 50% of workers are eaming above the median wage and
50% are paid below it.

Consumer Price Index measures the change over time in the general price level of goods
and services that households buy for the purpose of sustaining themselves (consumption). The
Consumer Price Index (CPI) is used to measure the price level in the economy and is published
by Statistics South Africa on a monthly basis. Putting it simply, it is a weighted average of the
price of goods and services that households purchase.

Minimum Wage: This is the lowest wage permitted by law or a negotiated
collective agreement

NBCCI: National Bargaining Council for the Chemical Industry
FMCG: Fast Moving Consumer Goods

SALGA: South African Local Government Association

PSCBC: Public Sector Coordinating Bargaining Council
SARPBC: South African Road Passenger Bargaining Council
MEIBC: Metal and Engineering Industry Bargaining Council
MIBCO: Motor Industry Bargaining Council

NBCRFLI: National Bargaining Council Road Freight Logistical Industry
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Figure 1 shows that the nominal median wage sefflement in all industries did not change
much in 2014. The lowest nominal median wage sefflement was recorded in the electricity
and community industry af 7%. The construction industry recorded the highest nominal
median wage settlement of 9% in 2014. Other industries affained the same nominal median
wage setflement at 8%. If we take average inflation (6.1%) into account, we find that the real
median wage settlement for all industries was below 3% in 2014,

Figure 1: MEDIAN NOMINAL AND REAL WAGE SETTLEMENTS IN 2014
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Figure 2: The lowest nominal median minimum wage was found in the agriculture sector at R2, 660
per month and the highest nominal median minimum wage was found in the electricity industry of
R6, 021 per month. If we take inflation into account, we find that the real median minimum wage

for agriculture was R2, 498 and for the electricity industry it was RS, 654 per month.

Figure 2: NOMINAL MEDIAN AND REAL MINIMUM MONTHLY WAGES BY INDUSTRIES 2014
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Figure 3: The sectforal determination level attained the lowest nominal median minimum
wage of R2, 420 per month. The highest nominal median minimum wage was found af the
bilateral level where workers were awarded R3, 900 followed by bargaining council level were
agreements were setfled at R3, 314 per month. The All industries nominal median minimum
wage was R3, 538 per month. If we take inflation into account, we find that the real median
minimum wage for sectoral determination was R2, 272, for bargaining councils it was R3, 112
and for the bilateral level was R3, 662 per month, The All industries real median minimum
wage came 1o R3, 322 per month in 2014,

Figure 3: NOMINAL MEDIAN AND REAL MINIMUM WAGES BY BARGAINING LEVEL 2014
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Figure 4: Domestic workers atftained the lowest nominal median minimum wage of R1, 632
per month and the highest was recorded by contfract cleaning at R2, 941 per month. If we
take inflation intfo account, we find that the real median minimum wage for domestic workers
was RT, 532 and for contfract cleaning it was R2, 762 per month.

Figure 4: MEDIAN MINIMUM AND REAL WAGES BY SECTORAL DETERMINATION 2014
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Figure 5 shows that by bargaining council, fumniture recorded the lowest nominal minimum
wage of R2, 048 per month and the general public service sector (PSCBC) attained the highest
nominal median minimum wage of R6, 856 per month. If we take inflation into account, we
find that the real median minimum wage for the furniture sector was R1, 923 and for the
general public service sector it was R6, 438 per month.,

Figure 5: MEDIAN MINIMUM AND REAL WAGES BY BARGAINING COUNCIL 2014
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Figure 6: The nominal median minimum wage for all industries increased from R3, 336 per
month in 2013 to R3, 538 per month in 2014. This franslated info an increase of R202 per
month or 6%. If we take inflation info account, we find that the real median minimum all
industries wage was R3, 133 per month in 2013 and R3, 322 per month in 2014,

Figure 6: NOMINAL MEDIAN AND REAL MINIMUM WAGES 2013/2014 — ALL INDUSTRIES
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Figure 7 shows that the lowest nominal median minimum wage was recorded by SACCAWU
at R3, 012 per month and the highest nominal median minimum wage was recorded by
NEHAWU at Ré, 856 per month in 2014, If we take inflation into account we find that the real
median minimum wage for SACCAWU was R2, 828 per month and for NEHAWU it was R6, 438
per month,

Figure 7: NOMINAL MEDIAN AND REAL MINIMUM MONTHLY WAGES by TRADE UNION 2014
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Figure 8 shows that HOSPERSA, NEHAWU and SAMWU attained the lowest percentage wage
increase of 7% and the highest percentage wage increase was recorded by SAWEA, NUMSA
and SATAWU at 9%. When we take the average inflation rate for 2014 into account, we find
that the real median minimum percentage wage increase negofiated by frade unions was
less than 3%.

Figure 8: WAGE INCREASE, INFLATION AND REAL WAGE INCREASES (%) by TRADE UNION 2014
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CONCLUSION

This chapter showed that it is imperative that collective bargaining is continually strengthened
in order to improve the standard of living for workers. Trade union negotiators need to be able
tfo distinguish between nominal wages and real wages as this will determine how inflation has
affected members’ wages. We need to understand that workers are interested not merely
in their take home pay, but in the goods and service they can acquire with their wages and
therefore, real wage increases need 1o be well above the inflation rate.

Furthermore, frade unions need to develop other negotiation benchmarks they can use at the
bargaining table and should not only rely on the average annual inflation rate as employers
always come to the bargaining table with sub-inflation offers. After all, employers never use
inflation to determine executive and non-executive directors’ remuneration packages.

Trade unions needto develop clearand achievable objectives for collective bargaining beyond
wages and start including other issues such as working conditions which are often traded off
the collective bargaining agenda. Thus issues pertinent to other workers including women,
migrant, casual and contract workers are often neglected by trade union negotiators.

Finally, it is the inflafion tactic on the part of employers that have allowed real wages of workers
to stagnate over the last twenty years and the real median minimum wage increase of 1.6%
for 2014, continues this trend.
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The Maximum Wage:

Directors’ Fees Report 2015

By Michelle Taal

...PwC has encouraged ifs clients to establish the internal pay gap (the difference
between the lowest and highest paid worker), as well as the Gini coefficient (a
measure of inequality) within their organisations.

- PWC, Executive Directors - Practices and Remuneration Trends Report. 7th Edition,
July 2015, South Africa

... the differential between the lowest and the highest paid employee is disturbingly
high. This is an untenable structural problem that requires carefully considered
and sustainable resolution.

- AngloGold Ashanti Annual Report, 2014

I honestly can't see the value of comparing what a bank teller earns compared
to the CEQO of our investment bank
Laurie Dippenaar — Chairman FirstRand, FirstRand Annual Report 2014

Last year we noted that: *... levels of inequality are starting to be recognised by governments
and even corporate analysts as worrying, not [only] because they are unfair and unjust for
people at the bottom of the pay pile but also because it is being recognised that sustained
and growing inequality is dangerous for everyone in society, including the wealthy and the
government itself. Social cohesion cannot be achieved when inequality remains rampant
(Massie and Collier, 2014 quoted in LRS, 2014). Societies that are not cohesive are dangerous
societies, especially for the poor, but increasingly for everyone. From both sides of the inequality
gap there are concerns.

In June 2015 Johann Ruper, the South African Chairman of the Swiss-based luxury-goods
company Richemont, who has a personal fortune of around R?5 billion, noted at Financial
Times Business of Luxury Summit in Monaco that,

"We cannot have 0.1 percent of 0.1 percent taking all the spoils”, said Rupert,
who has a fortune worth $7.5 billion, according to data compiled by Bloomberg.
“It's unfair and it is not sustainable...”

| don't know what new social pact we'll have”, he said. “But we'd better find one. Otherwise
our clients will be targets. They'll be hated, despised” (Mulier and Roberts, 2015).
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SUMMARY OF FINDINGS

This year’s survey of directors’ fees covers 90 companies across 14 economic sectors and
includes the pay of 298 executive directors in the 2013/2014 financial year.

The survey shows an increase in the average profit of the sample by an enormous 54%. The
improvement is not necessarily an indication of sterling performance but rather of huge losses in
2013 being tumed around. There were huge increases from Seardel Investments, African Rainbow
Minerals and Denel. Also noted is the turnaround at mining giants Glencore and AngloGold
Ashanti. 28 of the 90 companies saw a drop in profits, ten of those reporting a loss. What is clear
from the figures is that there is no correlation between these results and CEO pay.

In Figure 1T each set of three columns shows the average percentage change in profit, CEO
salary and CEO remuneration from 2013 to 2014 in a sample sector. It is clear that these
percentages bear no relation to each other that is, company performance seems to have no
impact on CEO pay.

Figure 1: Changes in Profit and CEO pay 2013 - 2014: sample sector averages
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The average executive director’s salary rose 9%, that of chief executive officers by 6% and
non-executive directors’ fees by 12%. The average low-wage worker saw an increase of 7% on
their wage. What this provides, in real currency, is evidence of why we should remain cautious
of companies that are increasingly publicising that their low-wage workers received higher
percentage increases than members of the board.
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Figure 2: Average salary percentage increases 2013 — 2014
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Figure 3: Average annual salaries/ wages 2014
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In 2014 the average annual salary (Figure 3) for an executive director was R4, 538, 472, that
of a chief executive officer was R7, 240, 274 while part-time non-executive directors received
R836, 049. The average annual income for a low-wage worker was R48, 024.

Chief Executive Officer remuneration, which includes salaries, various benefit payments and
bonuses, was up 10 % on average to R15, 359, 717, excluding payments made from long-
ferm incentives (LTIs) which can make up the bulk of a director’s income.

In 2014 the average annual remuneration for an executive director was R9, 882, 356, while
for non-executive directors it was R836, 049. A low-wage worker would therefore have to work
17 years, 204 years and 320 years to earmn what an average non-executive director, executive
director and CEO respectively were paid in 2014,

In 2014 executive directors took home more in @ month
than what a low wage worker would earn in 94 years.
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80% of chief executive officers received bonuses in the year at an average of R7, 012, 414 or
97% of the average salary of those directors, thus almost doubling their income. The average
share award payment, or long-term incentive, for those who exercised share options and the
like in the year showed gains of over R16 million which was around 224% of their average salary.
Taken together bonus and LTI gains added an average of 321% to the CEO’s package.

The 88 CEOs in the sample took home a total of R1, 351, 655, 122 in 2014 and the 301
executive directors took home a collective R2, 944, 941, 943. These figures exclude gains
made on long-term incentives (LTls) which can increase a director’'s package substantially
when exercised. CEOs alone made R763, 100, 700 in LTl gains in the period, which, when
added to their other annual remuneration, comes to R2, 114, 755, 822, that is, over two billion
rand for 88 individuals, excluding some once-off payments that have not been included in
the analysis.

THE WIDENING WAGE GAP

...Why the wage gap matters...

In its 2015 report on executive pay, PwWC South Africa suggests that companies in South Africa
are addressing the issue of the internal wage gap in a number of ways (PwC, 2015). None
of these ways include a reduction of executive pay for fear of “talent flight”. What they say is
that some companies (we are not told which ones) are addressing the internal wage gap by
awarding general staff higher increases on their “average base salary” than the increases
awarded to top management and executives. Some CEOs have even “foregone salary
increases entirely in order 1o demonstrate their commitment to addressing the internal wage
gap”(PwC, 2015: 12).

The problem with this methodology is three or four fold. The first is that unless the difference in
percentage is really substantial, a smaller percentage increase for an executive still means a
far higher absolute increase in wages for that executive — 5 % of R7, 000, 000 is a R350, 000
increase whereas 10% of R 48, 000 is not even R5, 000. Furthermore, in 2014, as noted below,
the CEO of Shoprite Checkers received no salary increase at all, but still received more in
salary, af R49, 656, 000, than any other CEO in South Africa, and around 1800 times more
than a minimum wage worker who earned R27, 600 in one of Shoprite’s South African stores.
The gap is too wide for it to be addressed in this way alone.

The second problem is that this solution deals only with salaries and wages. As we highlight
below in our discussion of long-term incentives, salaries are not where the bulk of CEO and
executive pay is found. The bulk is in share options and LTls, which are, along with bonuses
and benefits, explicitly excluded from the PwC calculation. For 40 of the CEOs in the sample
group the benefits received for medical, pension, vehicle allowances and so on are well over
R1 million. The highest benefits for 2014 went to Mark Cutifani of Anglo American. He received
GBP 559, 966, about R15, 533, 333 in benefits including pension, car, compensation for tax
on relocation, financial advice, club subscriptions, death and disability benefits, medical
insurance and other ancillary benefits (AngloAmerican Annual Report, 2014: 98-99). The
company has effectively hidden a large part of his pay in benefits and so they are excluded
from the wage-gap calculation.

Therefore, to pretend that inequality is in any way lessened through salary freezes is naive at
best, disingenuous at worst,
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Moreover, despite claims that they are addressing the wage gap, this gap is not disclosed
in the annual reports and no real targets, plans or strategies are reported and no monitoring
mechanisms are put in place to see if any of these goals are being achieved.

The average minimum wage for workers in South Africa in 2014 has been calculated at R4,
002 a month or R48, 024 per year across formal sectors. Using data from the 2014 financial
year for both workers and executives, it would take low wage workers, on average, 17 years
(2013: 16 years), 204 (2013: 209 years) and 320 (2013: 309 years) to eamn what a par-time
non-executive, executive and a CEO took home in that year, excluding share payments
and dividends. LRS excluded share payments and dividends from calculations not because
they are not relevant but because these are not regular payments and could distort annual
gaps by rising and falling annually. Executives do not cash in their share options on a regular
basis in the same way that they are paid a bonus and salary. We do note that for 2014, with
share payments included the average overall pay for CEOs is R23, 761, 301, and the wage
gap when compared to a low-pay worker is 495 years. In many ways this is a more realistic
reflection of the inequality that exists in our labour force,

Figure 4: The Wage Gap in South Africa in 2014
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Perhaps it is for this reason that the Chairman of FirstRand spends nearly a page of the 2014
FirsfRand Annual Report discussing inequality while refusing to disclose its levels at his bank
(FirstRand, 2014).

I honestly can't see the value of comparing what a bank teller earns compared to
the CEO of our investment bank. Comparative pay is not a simple formula; reward
must be commensurate with the volume of work, responsibility, complexity of role
and a myriad of other considerations. That's why we run a balanced scorecard
when assessing the performance and remuneration of a prescribed officer.
Comparative numbers on a page, which are impossible to put proper context
to, simply stoke emotional responses.

I acknowledge that those tasked with remuneration oversight have a duty to
explain themselves. ... would welcome any shareholder to engage with me on
this topic as I think the Group has a good frack record of ensuring management
and shareholder interests are appropriately aligned” (FirstRand, 2014: 11).
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Mr Dippenaar’s response to the wage gap issue illustrates how management underestimates
our ability to understand pay structures but more than supports our call for greater transparency
in the disclosure of performance measures and targets for executive pay. If it was clearly
explained why and how executive pay was calculated, based on all these performance
measures, then a more considered judgement could perhaps be made on what would be a
reasonable gap. As it stands, remuneration reports make it almost impaossible to understand
the relationship between job requirements, pay and performance. Further, what Mr Dippenaar
fails fo note is that extreme wage gaps are part of how the companies are making the high
profits that keep the shareholders happy. He also makes very obvious whose opinion he is
interested in — only the shareholders, because only their interests are aligned with his.

The sectoral wage gap (Figure 5) - comparing CEO pay with minimum wages in specific
sectors - also shows that the wage gap in Mr Dippenaar’s sector, banking, is one of the higher
ones we have recorded.

Figure 5: The Sectoral Wage Gap in South Africa in 2014
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EXECUTIVE SALARIES AND REMUNERATION

We note the highest paying companies in the sample group (Table 1) below, highlighting not
only the annual pay of the directors but also the monthly and weekly pay to make it more
comparable to workers” wages.

Table 1: Top Five Average Executive Director Salaries 2014

Company Sector Average per week | Average per month Average per year % Salary increase

BHP Billiton Mining R327,175 R1, 416, 667 R17, 000, 000 74%
Anglo American Mining R324, 609 R1, 405, 556 R16, 866, 667 37%
Glencore Mining R309, 426 R1, 339, 815 R16, 077,778 94%
SABMiller Food & Beverage R292, 693 R1, 267, 361 R15, 208, 333 32%
Mondi Group Paper & Packaging R239, 248 R1, 035, 942 R12, 431, 310 19%

Source: LRS MNC Database
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Unsurprisingly, the top salaries in the country are, on average, eamed in companies with
the highest international exposure and that tend to pay in foreign currency. Beyond this, it
also remains the mining companies, where workers constantly face accusations of being
unreasonable over pay, that the executives are receiving the highest pay in the country. At
nearly R30, 000 on average per week, executives at BHP Billiton are earning over four times
more in a week than the lowest paid workers earn in a year.

Table 2: Top Five Average Executive Director Remuneration Paid in 2014

Remuneration per

Remuneration per

Remuneration per

Remuneration %

Cemge M SESE week month year change

Anglo American Mining R1, 058, 507 R4, 583, 333 R55, 000, 000 47%
Investec sonking & Financiol R942, 395 R4, 080, 569 R4S, 966, 833 39%
BHP Billiton Mining R728, 445 R3, 154, 167 R37, 850, 000 57%
SABMiller Food & Beverage R697, 011 R3, 018, 056 R36, 216, 667 34%
Mondi Group Paper & Packaging R656, 387 R2, 842, 157 R34, 105, 886 4%

Source: LRS MNC Database

On average, dudl listed companies, with a large proportion of their business outside of South
Africa that pay their executives in USD, Euros or GBP. also pay the highest once benefits and
bonuses are added to salaries (Table 2).

CHIEF EXECUTIVE OFFICER SALARIES AND REMUNERATION

There has been a high level of turbulence at the top of companies in the past financial years
with the CEO position changing hands in 15 companies (17% of those companies surveyed).
2013 saw ten changes in CEO positions, particularly in the mining industry. These changes
make a precise calculation of salaries and remuneration for the office impossible from the
figures as disclosed. According to our methodology, we price the position rather than the
person and so, with some pro-rating, we have done this. Where more than a single person
has occupied the position of CEO in the years under review, we have tried to calculate time
served in the position and combined the figures to show how much the company has spent
on a single position, rather than an individual, in the year.

The high levels of tumnover in the CEO and other executive positions also give lie 1o the
remuneration policy of granting many long-term incentive shares to executives to ensure
retention at the top.
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CEQs in the survey received an average annual salary increase of 6% in 2014, making the
average annual salary R7, 240, 274, up from R6, 843 578 in 2013. As in 2013 this average
salary is not even equal to 15% of the top salary for the year. In other words, the average
CEO would need to work nearly seven years to earn what the top paid CEO was paid in
2014. Asin 2011, 2012 and 2013 the company paying the highest CEO salary in 2014 is the
retailer Shoprite Checkers. This salary of R49, 656, 000 is in fact the same as 2013, as he has
accepted a salary freeze, which still puts him at a salary more than double his nearest rival,
Markus Jooste of Steinhoff International.

Table 3: Highest CEO Salaries 2014

Company Name Sector CEO Sumname Salary 2014

Shoprite Retail Basson R49, 656, 000
Steinhoff International Diversified Holdings Jooste R25, 350, 000
Anglo American Mining Cutifani R20, 600, 000
SABMiller Food & Beverage Clark R18, 083, 333
BHP Billiton Mining Mackenzie R17, 000, 000

Source: LRS MNC Database

Table 4: Highest CEO Remuneration 2014

Company Name Sector CEO Surname Remuneration 2014

Sappi Paper & Packaging Boetfiger & Binnie R71, 140, 158
Anglo American Mining Cutifani R62, 083, 333
Sasol Industrial Constable R51, 962, 000
Shoprite Retail Basson R49, 972, 000
SABMiller Food & Beverage Clark R46, 333, 333

Source: LRS MNC Database

Even without a bonus, Shoprite comes out in the top five remuneration for the year, although
the combined remuneration (Table 4) of the two top heads af Sappi are astronomical, partly
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because of the severance package of R49, 881, 895 given to the outgoing CEQ.

Table 5: Top five CEO salary increases 2013 - 2014

Salary
Company Name Sector CEO Surname Salary 2013 Salary 2014 Change
%
Barclays Africa Bonl_<ing & Financial RAMOS R6, 059, 852 R13, 478, 920 1229%
Group Services
Pick n Pay Stores | Retail Ackerman & Brosher / R3, 939, 200 R7, 000, 000 78%
Brasher
South Affican Transport Mzmela / Bezuiden- R2, 248, 000 R3, 900, 000 73%
Airways hout & Kalawe
Vodacom Technology & Tele- | xy; o050 R3, 831, 026 RS, 935, 617 55%
communications
Sappi Paper & Packaging giﬁfe’/ Boeftger & R6, 509, 400 R9, 486, 674 46%

Source: LRS MNC Database
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Once again highlighting the danger of focussing entirely on wages as a measure of the
wage gap as well as drawing aftention to how management are concealing salaries in new
remuneration structures, Barclays Africa Group has infroduced an additional part of guaranteed
fixed pay called “"Role Based Pay”. The CEO receives this pay quarterly as phantom shares
(the cash equivalent of the value of shares at the time) subject to a holding period, with the
restrictions liffing over five years (20% each year). Despite its label, this remains a guaranteed
salary payment - other recipients receive Role Based Pay monthly, in cash, alongside salary.
It is therefore included here to show how it impacts on the CEQ’s basic income, more than
doubling it from 2013 (Barclays Africa Group, 2014: 77).

Table 6: Top Five CEO Bonuses as a Percentage of Salary

Bonus %
Company name Sector CEO Surname Salary 2014 Bonus 2014 Salary
Investec Banking & Fi- Koseff R6, 202, 100 R32,833, 333 529%
nancial Services
Basil Read Construction Heyns, Niclau & R3, 414, 311 R12, 324, 775 361%
Hughes

Assore limited Mining Cory R4, 679, 000 R15, 261, 000 326%
WBHO Construction Nel R2, 139, 000 R5, 056, 000 236%
Life Healthcare . o
Group Health Fleming & Meyer R3, 622, 000 R8, 009, 000 221%

Source: LRS MNC Database

The annual bonus (Table 6) paid for individual and group achievement in the year, is usually
granted as a percentage of salary, with a higher percentage paid for better performance. The
CEOQ of Investec, Mr Koseff did not receive a wage increase in 2014 and so, by PwC standards,
he is meeting the challenge of the internal wage gap by not increasing his pay. However,
given his bonus payment, a wage increase hardly seems necessary, especially since he has
received these astronomical bonuses for many years now, as if they were predetermined. One
would have to ask what it was that eamed him yet another record bonus — a 31% increase on
his 2013 bonus which was already a record and quadrupled his 2013 income. Latest news is
that for the year ended in March of 2015, this amount has again increased alongside an extra
R19, 000, 000 in shares as fixed income. Investec is among 11 companies being investigated
for alleged foreign-currency market rigging, South Africa’s Competition Commission said in
May of 2015.

Once again, when it comes o more complex instruments (Table 7) of executive pawy, it is the
bbanking and financial services sector that weights the bulk of CEO compensation here. It is also
further evidence of why we need better disclosure of this form of remuneration — its structure,
targets and amounts, and why it needs to be included when we discuss addressing inequdality.

Table 7: Top Payments from “Long-Term Incentive Plans” for CEOs as a Percentage of Salary

Company Sector CEO Sumame Salary 2014 LTI 2014 LTl % Salary

FirsfRand Bank Banking & Financial Services Nxasana R7, 522, 000 R77. 609, 945 1032%
Liberty Holdings Banking & Financial Services Hempnill & Dloti RS, 479, 000 R55, 078, 075 1005%
Truworths Retail Mark R6, 270, 000 R43, 267, 000 690%
BHP Billiton Mining Mackenzie R17, 000, 000 R97, 255, 770 572%
Sanlom Banking & Financial Services van Zyl R4, 452, 000 R24, 084, 000 541%

BARGAINING INDICATORS 2015

Source: LRS MNC Database
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The PwC report claims that remuneration committees are “reigning in executive pay increases”,
showing that ..."research reveals that increases in total guaranteed pay (TGP) to executives
remained subdued and below those granted to workers in 2014 (PwC, 2014: 13).

However, TGP excludes performance bonuses, incentive plans or share options. As evidenced
in the tables above, both the bonuses and share incentives are significant parts of executive
pay. Unless we are 1o move to a system of guaranteed pay only, excluding this part of executive
pay is not acceptable,

What the PwC report does note is that where LTIs are disclosed, the standard of disclosure is poor,
making it difficult to accurately gauge the gains that directors are making (PwC, 2015: 13).

SECTORS

Across the sectors, the Public Investment Corporation, the biggest South African investor, voted
against executive pay at some of the country’s biggest gold-mining companies (where they
have investments) for a second year. Of the PIC’s 46 votes against companies’ AGM resolutions,
46%. the largest amount, were rejecting pay policies.

Many of these rejections were at mining companies, including AngloGold Ashanti, Sibanye
Gold and Gold Fields.

The PIC also voted against the pay plans at Barclays Africa Group, Exxaro Resources, ArcelorMittal
SA and Pick n Pay Stores (Bonorchis and Crowley, 2015.)
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Table 8: Sector CEO Salary 2013-2014

BARGAINING INDICATORS 2015

Source: LRS MNC Database

Banking & Financial Services R6, 290, 489 R7, 741,224 R1, 450, 736 23%
Construction R3, 922, 400 R4, 015, 885 R93, 486 2%
Diversified Holdings R8, 956, 833 R10, 519, 167 R1, 562, 333 17%
Education, Bus Training & Employment R2, 578, 000 R3, 032, 000 R454, 000 18%
Food & Beverage R5, 542, 467 R6, 118, 633 R576, 167 10%
Health R4, 844, 200 R4, 982, 400 R138, 200 3%
Hospitality R5, 009, 130 R4, 546, 442 -R462, 688 -9%
Industrial R5, 520, 369 R5, 620, 649 R100, 280 2%
Media R1, 575, 000 R1, 654, 000 R79. 000 5%
Mining R10, 047, 293 R9, 320, 638 -R726, 655 -7%
Paper & Packaging R8, 205, 914 R10, 716, 882 R2, 510, 969 31%
Retail R9, 579, 800 R10, 196, 144 R616, 344 6%
Technology & Telecommunications R6, 382, 059 R7, 256, 539 R874, 480 14%
Transport R3, 931, 693 R4, 111, 932 R180, 238 5%
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While executive pay is disclosed in annual figures (Table 8), most of us think of our wage in
a monthly or weekly figure. The averages are therefore broken down to show these figures.
CEOs on average, were receiving R139, 343 per week or R603, 356 per month in 2014. In
three of the sectors the average annual salary is above R10, 000, 000 for the CEO with the
lowest salary at the single company in the media sector, Caxton, at R1, 654, 000. However,
at Naspers, where the outgoing CEO received no salary and is therefore not included in the
calculation here, other pay structures ensure that his huge gains remain all but hidden, as is
discussed below.

Table 9: CEO Remuneration 2013 - 2014

Banking & Financial Services R14, 521, 691 R17, 732,180 R3, 210, 489 22%
Construction R9, 527, 726 R12, 399, 156 R2, 871, 429 30%
Diversified Holdings R16, 083, 000 R17, 486, 167 R1, 403, 167 9%
Education, Bus Training & R7, 328, 000 RS, 432, 000 R1, 104, 000 15%
Employment

Food & Beverage R12, 401, 221 R12, 274, 833 -R126, 388 1%
Health R9, 561, 350 R11, 731, 638 R2, 170, 288 23%
Hospitality R11, 870, 637 R11, 358, 984 -R511, 653 4%
Industrial R12, 180, 779 R13, 249, 352 R1, 068, 573 9%
Media R1, 575, 000 R1, 654, 000 R79, 000 5%
Mining R20, 752, 334 R17, 896, 244 -R2, 856, 089 -14%
Paper & Packaging R15, 826, 655 R43, 878, 546 R28, 051, 891 177%
Retail R15, 094, 011 R15, 823, 344 R729, 333 5%
Technology & Telecormnmu- R16, 584, 499 R16, 446, 157 -R138, 341 1%
nications

Transport R7, 841, 714 R8, 265, 686 R423, 972 5%

Source: LRS MNC Database

On average, in alimost all of the sectors surveyed, once benefits and bonus are added to the
CEQO's salary their pay more than doubles to an average cross-sector CEO remuneration of
R15, 359, 717. This is true despite the fact that in three sectors annual remuneration is down
on 2013. Only in media, which includes only one small company, education and business
fraining, and fransport, is the CEO remuneration below R10, 000, 000.
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Table 10: Average Executive Director Salary 2013-2014

Banking & Financial Services R4, 453, 828 R5, 408, 735 R954, 906 21%
Construction R2, 796, 161 R2, 732, 473 -R63, 688 -2%
Diversified Holdings R4, 850, 563 R5, 811, 858 R961, 296 19%
Education, Bus Training & Employment R2, 084, 250 R1, 942, 000 -R142, 250 -7%
Food & Beverage R3, 707, 310 R3, 812, 860 R105, 550 3%
Health R3, 972, 789 R3, 635, 471 -R337, 319 -8%
Hospitality R3, 025, 319 R3, 105, 317 R79, 998 3%
Industrial R3, 630, 831 R3, 637, 697 R6, 866 0%
Media R2, 283, 000 R2, 398, 167 R115, 167 5%
Mining R5, 560, 529 R6, 340, 626 R780, 097 14%
Paper and Packaging R6, 474, 801 R6, 340, 745 -R134, 057 -2%
Retail R4, 364, 258 R4, 496, 464 R132, 206 3%
Technology & Telecommunications R4, 132, 752 R6, 275, 066 R2, 142,314 52%
Transport R3, 186, 004 R3, 307, 435 R121, 432 4%

Source: LRS MNC Database

Over the broader executive group, there was an average increase in salaries of 9 % 1o R4,
531, 216 (Table 10), that is R87, 205 per week. Five sectors paid on average over R5, 000,
000 in basic executive wages. This is despite the fact that in four sectors, average executive
salaries are seen fo fall from 2013 to 2014.
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Table 11: Average Executive Director Remuneration 2013-2014

Banking & Financial Services R13, 326, 273 R15, 412, 333 R2, 086, 060 16%
Construction R6, 103, 655 R6, 671, 567 R567, 911 9%
Diversified Holdings R8, 545, 714 R9, 513, 276 RQ67, 562 11%
Education, Bus Training & Employment R4, 875, 750 R4, 657, 400 -R218, 350 -4%
Food & Beverage R7, 521, 026 R7,413,043 -R107, 983 -1%
Health R6, 978, 495 R7,107, 167 R128, 672 2%
Hospitality R7, 833, 887 R7,178, 444 -R655, 443 -8%
Industrial R7,042, 909 R8, 517, 550 R1, 474, 640 21%
Media R4, 218, 833 R4, 369, 500 R150, 667 4%
Mining R12, 364, 310 R12, 939, 043 R574, 733 5%
Paper & Packaging R15, 811, 669 R20, 758, 687 R4, 947,018 31%
Retail R8,139, 076 R8, 157, 389 R18, 313 0%
Technology & Telecommunications R11, 507, 024 R12, 706, 107 R1, 199, 083 10%
Transport R6, 898, 530 R6, 878, 408 -R20, 122 0%

Source: LRS MNC Database

The lowest average director remuneration was in media, at R4, 369, 500, while the highest
for 2014 was in paper and packaging at R20, 758, 687. Industrials, a highly diverse sector,
showed the highest increase in average remuneration of 21%. Despite the fact that the
economy has been in a slump for years now, in only two sectors, namely in Hospitality and
Education, Business Training and Employment was there a recorded decline in the average
executive remuneration.
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Table 12: Non-executive Director Pay

Banking & Financial Services R1, 134, 487 R1, 229, 142 R94, 655 8%
Construction R542, 990 R533, 917 -R9, 073 -2%
Diversified Holdings R777,373 R490, 345 -R287, 029 -37%
Education, Bus Training & Employment R182, 000 R242, 850 R60, 850 33%
Food & Beverage R380, 490 R700, 891 R320, 401 84%
Health R461, 667 R478, 895 R17, 228 4%
Hospitality R617, 725 R715, 869 R98, 144 16%
Industrial R579, 628 R596, 850 R17, 222 3%
Media R1, 038, 353 R1, 061, 773 R23, 420 2%
Mining R1, 220, 695 R1, 399, 343 R178, 647 15%
Paper & Packaging R944, 835 R1, 203, 753 R258, 918 27%
Retail R549, 691 R545, 782 -R3, 909 -1%
Technology & Telecommunications R676, 935 R824, 500 R147, 565 22%
Transport R353, 134 R460, 881 R107, 747 31%

Source: LRS MNC Database

Results show that on average (meaning that some are paid more than this) companies in
Media, Mining, Banking and Paper and Packaging are paying non-executives over R1 million
annually for their part-time role.
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RECOMMENDATIONS:

1. EEA4 - Publish your wage gap

Despite the resistance from some in management, companies are required o submit their
internal wage gap to the Department of Labour as part of Employment EqQuity Requirements.
However, there are some issues with the requirements as they exclude outsourced and contract
workers from the sample and also excludes share payments from the calculations of income.
As we have shown, the share element can have an enormous impact on executive pay and,
should it remain excluded, could result in more and more executive pay being “hidden” in
shares. We demand, not only that these figures be included, but that outsourced workers be
included in the calculation and that the figure is published in the annual report.

2. Transparency in structure and content of remuneration paid

We demand fransparency in both the structure and content of remuneration reports.
Remuneration reports are the least standardised of all the financial reports in the annual
report. The lack of transparency in reporing does not assist stakeholders to understand how
executives are being paid and often hides large parts of their income. This distorts the internal
and external wage gaps. It is noted in this regard that PwC, who also publishes an annual report
on directors’ fees, do not even consider LTls in their analysis bout focus only on Guaranteed Pay
and Short Term Incentives which again excludes this vast pool of wealth (PwC, 2015).

JP (Koos Bekker) the outgoing CEO of Naspers, is paid entirely in shares, but from the remuneration
policy it appears that he receives no income at all. In the Naspers Annual Report (Naspers,
2014) it says:

...Chief executive, Mr J P Bekker, does not earn any remuneration from the group.
In particular no salary, bonus, car scheme, medical or pension confributions of
any nature are payable.
But,

"Mr J P Bekker has an indirect 25% interest in Wheatfields 221 Proprietary Limited,
which confrols 168 605 Naspers Beleggings (RF) Beperk ordinary shares, 16 860
500 Keeromstraat 30 Beleggings (RF) Beperk ordinary shares and 133 350 Naspers
A shares.”

There is also a share payment arrangement, 3.9-million shares that were paid in the years
three, four and five of his contract (Naryshkine, 2013):

The directors of Naspers (and their associates) had the following interests in Naspers N
ordinary shares as at 31 March:

31 March 2014 31 March 2013
Naspers N ordinary shares MNaspers M ordinary shares
Beneficial Beneficial
Name Direct Indirect Total Direct Indirect Total
T Viosloo® — 160 000 160 000 — 185 000 185 000
1P Bekker? 11687808 4688691 16376499 11687808 4688691 16376499

Source: Naspers, 2014 Annual Report

At the current share price (10 July 2015) those shares are worth over R30 billion!
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If we are to tackle the incredibly high pay of the executive management of companies, we
need to be able to understand both the content and the structure of this pay so that we can
engage with it.

3. Appendices

Appendix 1: Methodology

The sample includes 20 companies from 14 broad sectors. Most are listed on the Johannesburg
Stock Exchange (JSE) but the sample also includes five State Owned Enterprises (SOEs), namely,
ACSA, Denel, Eskom, South African Airways and Transnet, and three resource companies listed
elsewhere — Glencore, Sasol and Petra Diamonds. While it is not a comprehensive sample, it
does include over half the top 100 listed companies by market capitalisation as at 1 June
2015. The data has been extracted from the published Annual Reports and accounts for the
financial year ending in 2014, For CEO pay, the Naspers CEO was not included as he takes no
annual remuneration.

Survey method

Companies do not disclose director fees in a uniform way. The report has drawn and analysed
figures in @ manner that we believe make them most comparable to each other. Individual
directors join and leave positions and companies throughout the year. The report’s objective
is to show how much was spent on the director positions in the year rather than on individual
directors. In the case of aggregated figures, averages may be higher or lower if a director
serves only part of the year. In the case of chief executives where an individual position is
analysed, we have attempted to reconcile figures for both individuals who have occupied
a position in the year. This is of necessity an estimate. 2014 again saw a large number of
changes in the board, particularly at CEO level which has resulted in an unusually high number
of aggregated figures.

Foreign currency

Where required, the annual average exchange rate for the financial year in question has been
calculated from the currency converter website [Available at: http://www.oanda.com]. These
vary depending on the financial year-end.

Workers’ wages

The comparative figures used here for workers’ wages are drawn from the Labour Research
Service AWARD database [Available at: http://www.Irs.org.za/award]. The figures used here
represent the average minimum low-wage occupation income across all sectors for 2013
and 2014.

Appendix 2: Chief Executive Officers

Appendix 3: Executive Directors

Appendix 4: Non-executive Directors

Appendix 5: Chief Executive Officer Performance Pay
Appendix 6: Company Performance and Changes in CEO Pay
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