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1.

Introduction

In introducing this subject of Organisational Renewal, it is important to explore what the
concept itself entails. All organisations face external and internal challenges which have
the potential for negative and/or positive organisational impact. Regardless whether one
is responsible for guiding a Fortune 500 corporation, a small company or a public sector
organisation, decision-makers face a largely unavoidable reality: organisations often fail if
they do not periodically renew themselves.1 Some of these questions need to be responded
to in approaching organisational renewal: What informs the need for organisational
renewal and organisational design? What needs to be done in the reorientation and
rejuvenation epoch in POPCRU? What should be the steam engine and who are the drivers
for spearheading this assignment?
According to Sonia Taneja in Delhi Business Review, organisational renewal refers to a
continuous, knowledge-oriented process as opposed to episodic change.2 This entails that
organisational renewal may be an ongoing process of building invention or innovation and
adaptation into the organisation. The renewal predicament is that stability is necessary
but is also the major impediment or obstruction to change. For most organisations, it
seems, the more effective they have been in past, more likely they are to resist change.
For POPCRU, as an organisation, to continuously survive, it must develop an adaptive
orientation and leadership style that is geared to its environment. From its inception, its
leadership who served during various terms of office dealt with situations that differed
from term to term. POPCRU existed in highly dynamic settings and at times operated in
relatively unstable environments. Each period requires different orientation and positioning
to the environment.
The process of organisational renewal should be continuous because of the changes that the
organisation faces on a regular basis, and many of such changes could have the potential
for major strategic and tactical impact on an organisation’s operations. POPCRU had been
involved in endeavours of organisational overhaul and improvement through internal
restructuring. We were thus not really far from what Webster and Buhlungu [2004]3 when
they explained the process as ‘organisational modernisation’ which entails a response to
the competing imperatives in a trade union to be ‘democratic, on the one hand, and the
desire to achieve administrative efficiency, on the other’. Webster and Buhlungu argue
that these tensions are subject to contestation taking the form of different approaches to
organisational modernisation. They identify three possible approaches to organisational
modernisation, namely entrepreneurial, ideological and career or professional. This can be
illustrated through the different responses amongst South African unions and federations.
Modern organisations pay substantial attention and resources to the capacity and interphase
between its back-end office and front end office in pursuit of its organisational goals. These
are complex systems-driven and people-driven directorial processes with change-drivers
rewriting the day-to-day functions in line with the predominant organisational strategy.
An effort should be made at identifying the imperative for organisational renewal and
inevitability of POPCRU’s organisational design architecture and organisational processes
with a view to augment its ideological regeneration and organisational forte.

1 S
 treet, C.T. Gallupe, & Brent., R. [2008] “Strategic IT Experiments and Organisational Renewal: Getting There Faster By Taking Smaller Steps”. All Sprouts Content. p2
2 Delhi Business Review X Vol. 13, No. 1 [2012] “Organisational Renewal A Strategic Imperative”. p33.
3 Webster E. & Buhlungu S., [2004]. “Between Marginalisation & Revitalisation? The State of Trade Unionism in South Africa”. Review of African Political Economy No.100:39-56.
© ROAPE Publications Ltd.
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The 8th National Congress of POPCRU in 2015 stated that strengthening POPCRU as a
labour movement for transformation and a strategic axis within the security environment,
is principally about shaping the organisation’s resilience, enhancing its transformative
capacity and its ability to adapt to changing situations so that it can continue to serve
and lead its membership. The 2014 Policy Conference emerged with a position which was
endorsed by the 2015 8th National Congress asserting that continuous renewal of POPCRU
over twenty five years of its existence is guided by the nature and content of its struggle
against the previous apartheid policing, brutal and vicious treatment of activists and unjust
incarceration of inmates. This is within the backdrop that our conscious understanding
for continuous successful contribution to the National Democratic Revolution [NDR],
POPCRU has to renew itself so that it remains relevant to the changing conditions of
struggle both locally as well as internationally.4
POPCRU’s process of organisational renewal must empower us to respond systematically
in a comprehensive fashion to address the socio-economic challenges faced by our broader
membership as well as the concerns that could be raised pertaining to our movement’s
reputation and capability to bring about a shared prosperity.

2.

Background

POPCRU was founded on the 05th of November 1989, on the bedrock of uniting members
of the South African South Police Service, Correctional Service and Traffic at the height of
the struggle against white-minority rule. It was established and led by Gregory Rockman,
Johnny Jansen, Andrina Victoria Rhode, Pieter Loggenberg, Randolph Fortuin, Willie
Jacobs and Cecil Petersen. These were the pioneers and guides who boldly took the
baton of the enormous struggle for emancipation of the black majority within the security
environment. We can attribute their commitment as true as the words of the founding
leaders of the ANC when they said:
“The demon of racialism, the aberrations of the Xhosa-fingo feud, the animosity that
exists between the Zulus and the Tsongas, between the Basutos and every other
Native must be buried and forgotten; it has shed among us sufficient blood. We are
one people. These divisions, these jealousies, are the cause of all our woes and of all
our backwardness and ignorance today”.
At inception, POPCRU’s membership and leadership was composed entirely of police and
correctional officials. During POPCRU’s launch thousands of these police and correctional
officers took to the streets indicating their support for the noble course. There were
four main reasons for the foundation of this gigantic labour movement. Firstly, it was
believed that police and correctional officers were the most oppressed workers in the
public service. Secondly, members of this union believed that it was essentially police
and correctional officers who were used by the previous wicked, racist and world-wide
discredited government to uphold apartheid and capitalism. Thirdly, police officers came
to recognise that their needs and interests were in contradiction with police management.
As a final point, policing policy in South Africa was seen as outside of the international
norms and standards of policing. This was characterised by the huge distance between the
police officers and the communities they were supposed to be serving.5
4 POPCRU Congress Book 3: [2015] Taking POPCRU towards the 8th National Congress and Beyond [8th National Congress Documents]. P2.
5 P
 OPCRU Congress Book 3: [2015] Taking POPCRU towards the 8th National Congress and Beyond [8th National Congress Documents]. P3.
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Therefore, the POPCRU we have today is the heir and descendant of, but different creature
from the one founded by our forbearers in 1989 though. Since POCRU’s formation, it
staggered from one form of challenge to the other. During each national congress, the
organisation changed leadership, at times it would be complete new leaders who never
occupied any leadership position before. The organisation had some in-house teething
problems until 1996. At that time the financial status was at minus and it really faced
a bleak way forward. It has since grown from strength to strength since 1996. It took
a lot of efforts to drive and bring to the status where it is today, which included the
National Office Bearers at that time taking leave without pay for the purpose of giving
organisational direction. Some of the strategic interventions employed by the leadership
at that time entailed taking leave without pay to concentrate on the organisational work.
They had to employ such drastic approaches because there was no other mechanism
where leaders could be officially released from their work stations to execute organisational
responsibilities. The approach resulted in remarkable dividends organisationally, however,
it had ripple effects on their well-being since it negatively affected their pension.6
Clearly, as we outline this background, there is no labour movement which has so openly
and meticulously addressed its past as we are doing. Our capacity to learn from the past
is one of our greatest strengths as we move into the future.
There is no leadership which has a monopoly of wisdom and a natural and exclusive right
to lead its constituency. We should emphasise that our claim to lead the membership
must be earned and re-earned through democratic and open organisational contest within
the policy provisions.
POPCRU’s historical advancement has been largely due to its distinct character [as
extrapolated in Clause 3 below] and unique features that have enabled it to overcome
adversity and the daunting challenges it faced throughout its three decades of existence.
The 2014 Policy Conference crafted a policy position that said strengthening POPCRU as a
labour movement for transformation and a strategic axis within the security environment
is principally about shaping the organisation’s resilience, enhancing its transformative
capacity and its ability to adapt to changing situations so that it can continue to serve
and lead its membership and the society at large. In adopting this policy position, the 8th
National Congress further said POPCRU, as a civil rights movement, has learned from past
historical moments that structures should be established in line with the conditions and
organisational line of each phase of the operation. Principles and values are sacrosanct
while strategy, procedures and structures have to adapt over time. In particular, watershed
moments and major strategic shifts dictate a main redesign and new dimensions and
competencies for cadres. This will only happen if POPCRU resists a drift away from
transformative politics. In building the organisation, POPCRU has to operate as a frontline
movement with administrative, organisational, political and ideological capacity to direct
its functions together as operational machinery and give leadership for the transformation
of the South African Police Service, Correctional Services and Traffic.

3.

POPCRU’s Character

Unconventional culture of the working class arises as challenges to collectively resolve
problems emanating from contradictions in the social structure. The historical reality is
that the working class culture has been built around the task of making fundamentally
punishing conditions more inhabitable.7

6 P
 OPCRU Congress Book 2: [2015] Secretariat report – 7th National Congress of POPCRU. P3.
7 Staffrider., [1989] “Worker Culture”. Vol. 8, No. 3 & 4: Ravan Press, Johannesburg. P29 – 30
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Within this understanding, the need to find physical and psychological ways of surviving
under apartheid system exerted pressure on the police, correctional and traffic officers
[been part of the broader working class] including other subordinate classes that shared the
same conditions of exploitation and oppression, to respond collectively and simultaneously
to develop conceptions within the security cluster that related to this collective activity.
As this oppressed class within the security environment, they began to resist, they began
to develop an organisation of POPCRU’s stature and shaped methods of struggle, they
found their own organisational cultural position, and they remembered their history
and identified their heroes. This is the basis of dialectically crafting our organisational
character.
As espoused in the organisation’s constitution, POPCRU is a civil rights organisation. It has
fought the civil rights of the segregated and oppressed black members within the police,
corrections and traffic to those of whites, including equal opportunity in employment,
housing and education, the right of equal access to public facilities, and the right to be
free of racial discrimination. The main aim of this movement centered on ensuring that
the rights of all officers are equally protected by the law. It became the only trade union
movement for equality before the law that peaked during the years of national liberation.
In many situations it took the form of campaigns of civil resistance aimed at achieving
change by nonviolent forms of resistance. In some situations it was accompanied or
followed by civil unrest where its members were demoted, charged and/ or dismissed. The
process was long and tenuous, but did ultimately achieve its goals. POPCRU’s efforts led
to attainment and improvements in the legitimate rights of previously oppressed groups
of people within the security sectors. Part of POPCRU’s character is that of a civil rights
movement as its name explains: “Police and Prisons Civil Rights Union”.
Our 8th National Congress reminded us that a noticeable and outstanding feature of
POPCRU is its recognition of the civil and basic human rights of all people in South Africa
including those employed in the services of South African Police Services, Correctional
Services and the Traffic Department. We recognise further that such basic human rights are
fundamental rights worthy of enhancement and protection, and we are as such committed
to the creation and development of a security establishment, which is the just expression
of the will of the people. This has been done through a system which reflects co-operation
between our members and the community in an effort to truly serve and protect South
Africa and its citizenry. No sacrifices are too great in honour of the men and women who,
on their part, considered no sacrifice too great to be made for our safety. Indeed, because
of their modesty and humility, we are too often unaware of the intensity and magnitude
of the sacrifices of officials.
Any organisation that survived intact for three decades inevitably had its receding ebbs
and flows. Throughout its history, POPCRU had to manage internal contradictions due
to its democratic and broad-based character. However, despite the lows or organisational
depressions, POPCRU throughout this period managed to remain true to its historical
mission, successfully leading the process of transformation within our scope. This was
mainly due its capacity over the decades to renew itself. We gained the moral high-ground
through commitment to principle, the exemplary conduct of our leaders and cadres, a
culture of openness to new ideas and debate, and a willingness to learn from others and
from our own mistakes.
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When POPCRU was formed, support for and promotion of community policing was one of
the key goals. The best tribute we can pay to them and to all those men and women like
them who continue to sacrifice their lives so that we can have ours is to make the country
a better place for all to live in and to improve the working conditions of the Criminal
Justice System officials across the country.
POPCRU is a strong centre that leads its growing membership on broader organisational,
political and socio-economic issues including campaigns. It is within this organisation’s
inheritable factor to educate, mobilise and recruit passive or unconscious individuals
to join this movement. Such actions must start in the families of the membership by
educating and training their families and communities; membership must teach one
another and their communities the essence of POPCRU. As indicated above that in the
beginning of this union, community policing was a key goal, it is still a character that fires
within the core of this movement. The success of such policing is that all officers have to
be cadres, leaders, freedom fighters, ideologues, organisers, defenders and promoters of
the organisational cause.
Not once in the 25 years of its existence has POPCRU ever feared to have a voice, a voice
of reason, a voice of the greater purpose, a voice for transformation within the Criminal
Justice System and South Africa on its entirety. It therefore cannot be that we be quiet
when certain individuals attack our organisation, leadership and communities to satisfy
their troubled ego or their masters. We need to have a voice in some activities in our daily
lives and the legacy of this union will survive through our actions. It is no doubt that
our current patriots are building on the achievements of our previous leadership and
membership who protected this organisation by any means necessary.
POPCRU is a democratic organisation and this forms its organisational culture and
without doubt, its organisational and political discipline. This is central to POPCRU’s
character. POPCRU’s democratic culture of and open debate allows it to come up with
progressive policies whilst allowing the organisation to correct itself from within. This is
what distinguishes POPCRU from other trade unions movements. However, this democratic
culture and discipline is not something that we can be complacent about. For that reason,
it is fitting for the organisation to take stock of this matter and reaffirm its commitment to
its essential character as a trade union movement.
The year 2019 marks three decades of POPCRU’s existence and in its lifeline it got shaped
and reshaped by demands of the moment. Future generations of this organisation and
imminent struggles would mould and remould POPCRU fitting demands of the moment. We
must always bear this into account each time when we deal with POPCRU’s organisational
renewal. The preservation of POPCRU’s character, culture and values in a changing context
and new conditions of struggle is the central focus of the organisational renewal effort
in the run-up to its 3rd decade in 2019. Its growth, development and evolution from its
formation to maturity has been the job of both its members, the conditions of struggle, the
situation in the country and internationally to build a different kind of POPCRU at each
stage. Every phase of the struggle tosses up new challenges that have to be confronted
head-on and defeated. This task never gets completed but must always be carried by each
generation.

12

4.

POPCRU’s Organisational Culture

This subject is introduced to provoke a vigorous debate, start a conversation on
organisational culture. While there is universal agreement that [1] organisational culture
exists and [2] that it plays a crucial role in shaping behaviour in organisations, there
could be slight unanimity on what organisational culture essentially is, never mind how
it influences behaviour and whether it is something leaders can change. And this is a
problem because without a reasonable definition of a culture, we certainly cannot hope to
understand its connections to other key elements of the organisation, such as structure
and incentive systems. Nor can we ever cultivate good methods to scrutinise, preserve and
translate cultures. If we can define what organisational culture is, it gives us a handle on
how to detect problems and even to project and develop better principles.
Andrew Pettigrew describes organisational culture as a set of shared values, beliefs and
norms that guide the attitudes and actions of members in an organisation. Researchers
suggested that organisational culture could significantly affect organisational outcomes,
reasoning that culture could be used as a resource to affect employee actions, distinguish
organisations from one another, and create competitive advantage for those with superior
cultures.8 This exposition puts culture as a pattern of shared basic assumptions that the
group learned as it solved its problems of external adaptation and internal integration that
has worked well enough to be considered valid and therefore, to be taught to new members
as the correct way you perceive, think, and feel in relation to those problems. Taneja (2012)
contend that the culture of an organisation can be considered from several perspectives:
culture as an adaptive environmental system, culture as a cognitive ideational system and
culture as a structural-symbolic ideational system.9 Researchers argue that organisations
which have strong cultures are capable of increasing their revenue, profitability and
shareholder value. Equally, organisations with weak cultures find it difficult to change
and adapt to market demands. The explanation is supported by Michael Watkins who
said:
“Culture is consistent, observable patterns of behaviour in organisations. We are what
we repeatedly do. This view elevates repeated behaviour or habits as the core of culture
and deemphasises what people feel, think or believe. It also focuses our attention on the
forces that shape behaviour in organisations, and so highlights an important question:
are all those forces [including structure, processes and incentives] ‘culture’ or is culture
simply the behavioural outputs?”10
To understand organisational culture, it is important to understand what the word culture
means. Culture is defined by Taneja (2012) as a collective mental programming, when
employees share shared understandings with one another in an organisation. It is the
liveliness of culture that provides groups their esprit de corps and makes it possible for
members of an organisation to work with each other effectively and efficiently. On the
other hand, Banks & McGee put extrapolate that:
“Most social scientists today view culture as consisting primarily of the symbolic,
ideational, and intangible aspects of human societies. The essence of a culture is not
its artefacts, tools, or other tangible cultural elements but how the members of the
group interpret, use, and perceive them. It is the values, symbols, interpretations, and
perspectives that distinguish one people from another in modernised societies; it is not
material objects and other tangible aspects of human societies. People within a culture
usually interpret the meaning of symbols, artefacts, and behaviours in the same or in
similar ways”.11
8 Pettigrew, Andrew [1979] “On Studying Organisational Cultures”. Administrative Science Quarterly, 24[4]. p570 – 581.
9 Delhi Business Review X Vol. 13, No. 1 [2012] “Organisational Renewal A Strategic Imperative”. P33
10 W
 atkins D. Michael., [2013] “What Is Organisational Culture – And Why Should We Care?”: Harvard Business Review Press, 15 May 2013. https://instituteofcoaching.org/
resources/hbr-what-organizational. Accessed on 01.03.2018.
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According to this view organisational culture is seen as being central to organisational
success rather than factors such as structure, strategy or politics. Accordingly, our complete
familiarity with our surroundings, the interactions of coworkers, how we conduct our
meetings, the interactions of team members and the artefacts in offices and compartments
will require all of us to step back and view our environment differently. Organisations have
distinctive culture and personality that demonstrate their values, ways of dealing with
problems, decision making and doing things. Organisational culture includes beliefs and
attitudes of people in performing, organizing, assessing and rewarding their performance
when dealing with problems of external adaptations and internal integration, how they
think and feel about their organisations. Most corporate culture reflects value of owners
in reinforcing the vision/ mission of the organisation to establish the main operating
orientation as well as providing members with shared identity. So while it constitutes a
bond that holds an organisation together it is also an informal control mechanism that
facilitates coordination of people efforts.
In order to understand our organisational culture, we may need to appreciate the role of
transformation leadership which becomes the facilitator for energising an organisation
and assisting in the renewal of organisational processes. A theoretical overview of what
organisational culture and culture itself entail is fully outlined above. Parts of this draft
have touched on some aspects of our culture. The conference should then delve into the
practical details of what our organisational culture, as POPCRU, should be and look like. We
may need to demonstrate how important our institutional philosophy is in understanding,
analysing and making determination of our organisational value system.

4.1.

What is POPCRU’s Ethical Outlook

The inevitability of change is the cornerstone of Marxist ethics. Marx writes in the Manifesto
of the Communist Party, “Does it require deep intuition to comprehend that man’s ideas,
views and conceptions, in one word, man’s consciousness, changes with every change in
the conditions of his material existence, in his social relations and in his social life?”11 By
Marx’s definition, our social and economic status is always changing according to the laws
of the dialectic, so our ideas about morality must also be in a state of continual change.
According to the Marxist dialectic or contention, everything in the universe including
society, is in a state of constant change. These changes are moving society upward toward
the elimination of all social and economic class distinctions. The next social advance in
history will be the move from capitalism to socialism, which will inevitably result in changes
in society’s moral ideals. The dialectical view of history commands the clash of thesis and
antithesis. In this historical context, the relentless clash between the proletariat and the
bourgeoisie. Marxist-Leninists accept as true that the morality of these two classes is
totally different and when the proletariat finally put an end to or destroys the bourgeoisie,
a new morality will rule. And that will be a new morality for the new social system.
Taking from what the Communist Manifesto prescribes, how should an organisation
be described and linked to ethical conduct or outlook? An organisation is formed when
individuals from different backgrounds and varied interests come together on a common
platform and work towards predefined goals and objectives. Organisation ethics includes
various guidelines and principles which decide the way individuals should behave at the
workplace. It also refers to the code of conduct of the individuals working in a particular
organisation.
11 C
 ommunist Manifesto [1977]., “Karl Marx and Frederick Engels, Collected Works, 40 Volumes”. New York, NY: International Publishers, 1977. p503.
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Ethical behaviour is worthy of much more than this. It should be a central concern because
of the human consequences attached to organisations and their representatives, engaging
for instance in fraud and deception, bribery and corruption, marketplace manipulations,
and a range of other workplace violations ranging from racial discrimination and sexual
harassment to political repression and marketing unsafe products. An understanding of
the different factors that influence ethical behaviour in organisations is significant to the
development of organisational discipline. Ethical matters are ever present in organisational
life where multiple stakeholders, interests and values are in conflict and laws are unclear.12
What are the ethics of class struggle that should define POPCRU? This will entail values
and principles that should inform and guide this movement on its course against
economic exploitation. Here we are not talking about POPCRU’s descriptive social science
or organising strategy. Rather, attention is drawn to what philosophers would call a
normative dimension [the use our standards of rationality and reasonableness to guide,
evaluate, and criticise reasoning, both of own and that of others] of social movements
against exploitation. Using a principle of self-emancipation, the discussion can be on
Actions undertaken to improve the security and welfare of the oppressed that should be
either led by the oppressed themselves or, to the extent that this is not feasible, at their
behest and under their authority.
Under number 4 below, we enlighten in finer details what the class struggle necessitates
and requires. For the purpose of dealing with this point, a question should be asked as
to what the basis of the modern class antagonism is? All classes will, as in the past, fight
bitterly to retain their superior position to the workers. The only class that can be relied
on for the abolition of privilege and power to exploit, is the unprivileged property-less
working-class. The recognition of the class struggle is consequently the only effective basis
of working-class action, for it is undeniably irresponsible to expect that the capitalists will
of their own accord get off the backs of the workers. Obviously, the immediate interests of
all except the working-class are opposed to the abolition of private property in the means
of life. Within this realm, what should be our stance?
As an organisation, how can we best accomplish the objective conveyed in the term unionist?
By this means, and this means alone, can we accomplish what organisationally we want?
What is it that has separated many of the working classes in the past? Basically, by
individuals at any level of leadership not quarrelling amongst themselves about trivialities
but agreeing to abide by the will of the majority. One or two things must be gotten rid of
before we can be as successful as we ought to be, and desire to be organisationally. We
must get rid of all foreign matter, of all division, of anything like sectarianism, of anything
which is beside the real issue. We should not be associated with a great deal of narrowness,
bigotry, and misconception.
As part of our ethical outlook, what should be our approach of unionism? We should be
wide and broad in our aim and one which will certainly be far-reaching in its effects. The
academic level of our membership has changed from what the organisation looked like
before and we have to steadily turn our attention to other methods of reform. It is this
principle which will distinguish our way of doing things from the old unionism. This is
not intended to discredit the old methods, but to build strength from it. We should aim at
securing an improvement by social and political reforms – and by that means advancing
the National Democratic Revolution.

12 N
 aude Ingrid [2004]., “Factors Impacting on Ethical Behaviour in Organisations”. Thesis Submitted in Partial Fulfilment of the Requirements for the Degree Magister Commercii
[Human Resources Management]. University of Pretoria. p1.
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We have to take the proper stand, the only stand – that of common humanity. This means
we should not have existing today the conditions of things we see around us in our scope
of operation – a condition of things that we ought not to allow to exist an hour longer
than we can possibly help it. We must look at our social system and the evils connected
with it and are created by it and we shall better understand how far our approach may be
expected to bring about the desired change.

4.2.

Key Focus Areas

Whatever problems and setbacks POPCRU might have come across and/ or could bump
into in the future, our membership’s course has and should remain our primary concern
and apprehension. In this regard, the mass line must always prevail in our approach.
In other words, every problem should be approached from the view point of seeking to
safeguard the interests of the organisation and its membership. Serving our members and
the putting their interests above all else, must be the guiding line and discriminator that
separates POPCRU from other trade union movements. Our motto: ‘POPCRU Member is
Our Priority’ should be our dictum right into the future.
The mutual confidence and dynamic connection between POPCRU and its membership is
the single most significant feature that brought about its growth since inception. As we
enter the organisation’s thirtieth [30th] anniversary, we have to reiterate and endorse our
obligation to serve them. We have to embark on a campaign to renew our organisation’s
connection with our entire following so that they truly become more empowered with and
on organisational culture and its policies, not to be spectators of the processes, practices
and transformation process within the scope of our operation. We have to replenish our
organisation’s capability to join and unite with these members and bring them fully into
the transformation process as active agents for change. The organisational review process
must always ensure that we do not lose focus on the following areas:
a.

Worker control – The phenomenon of worker control is not new and has been
experienced in different parts of the world in different forms such as factory closures
or occupations under different conditions from the origins of the industrial revolution
to the present neoliberal capitalist era. Under all forms of government and political
rule, workers worldwide have struggled for the right to participation in the decision
making processes of the enterprises they work for and have attempted to develop
forms of co-and self-management or workers control. Ntswana Nyonde (2014)
describes worker control to mean political control in relation to representation or
indeed control of the means of production. POPCRU structures and committees must
be controlled by the workers who are their owners.13 This approach marks to keep
POPCRU vibrant and self-motivated, and to maintain close links with its shop floor
membership. We should always have programmes to develop worker leadership,
especially women, within our fold and the organisation at large. Through continued
training we will be in a position to build and empower POPCRU membership. In
broad terms, the workers must be equipped to determine their own future in the
country and in the economy.

13 N
 tswana N. [2014]., “The Politics of Workers Control in South Africa’s Platinum Mines: Do Workers’ Committees in the Platinum Mining Industry Represent a Practice of Renewing
Worker Control?” A dissertation submitted to Faculty of Humanities, University of Witwatersrand. Johannesburg. South Africa. In partial fulfilment of a MA Degree in Development Studies. p4.
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b.

Organisational Sustainability – POPCRU must always make every effort for its
independence and self-reliance. It must have the ability to meet the needs of present
customers while taking into account the needs of future generations. This means
that while we receive money for specific projects through asking for sponsorship,
we have to remain able to take our decisions without interference from sponsors.
On the other hand, POPCRU should identify best practice on member-ship systems.

c.

Service to members – Universally throughout history, trade unions have struggled
for the protection and improvement in the real incomes, security of tenure at the
work place [by shielding members from unfair dismissals] safety and healthy working
environment for their members.14 More generally, trade unions and collective
bargaining are seen to enhance the dignity of workers and their control of their
working lives. This is the premise from which POPCRU has to play a pivotal role within
the broader workplace. POPCRU must always be influential in the determination of
national economic and social policies on behalf of its members within the sectors
where it operates whilst ensuring provision of service to its membership.

d.

Education: The ability of unions to withstand apartheid state suppression enshrouded
in strong shop floor structures, sound financial base as well as commitment to trade
union education and training. Placing our emphasis on the shop floor will ensure
that the organisation is situated within the workplace where its membership is.
Within this ambit, there is a need for education and training focusing at members
and office bearers about trade unions and their roles [collective bargaining, safety
and health etc.]. POPCRU leadership and shop stewards should be able to challenge
the unilateral power of management. The education of leaders, shop stewards,
organisers and members to ensure general coherence around strategic aims as
well as growing ability to handle the new legal procedures for disputes must be a
continuous process.

e.

Administrative systems: POPCRU have to treat information as any other resource or
asset. It must be organised, managed and disseminated effectively for the information
to demonstrate quality. Information should flow in four basic directions as upward,
downward, horizontal and outward/inward within an organisation. An integrated
system should be created within the organisation to gather, store and analyse
information regarding an organisation’s human resources’ comprising of databases,
computer applications, hardware and software necessary to collect, record, store,
manage, deliver, present and control data for human resources function. POPCRU
must create administrative systems tailor-made to effectively and efficiently drive
the organisation at any level of its operation.

f.

International worker solidarity – International solidarity is the lifeblood of trade
unionism – particularly in the era of multinational companies. International
solidarity is a precondition to human dignity, the basis of all human rights, and
a human-centred approach to development, and has a bridge-building function
across all divides and distinctions. It encompasses the values of social justice
and equity; goodwill among peoples and nations, and integrity of the international
community. POPCRU should continue to create and maintain relations with a range
of national and international labour organisations. New international conditions
open possibilities for a unified union movement.

14 The African Labour Research Network [ALRN]., “Trade Union Services and Benefits in Africa”.
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5.

Trade Unions and Politics

The central function of a trade union is to represent people at work. But they also have a
wider role in protecting their interests. As far as industrial peace is concerned, existence of
a strong and recognised trade union is a pre-requisite. Trade union opposition to Australia’s
involvement in the Vietnam War did not emerge fully-formed in 1965. Yet a significant part
of trade union opposition to the Vietnam War derived from a tradition of involvement in
anti-war campaigns and other non-industrial issues.15 Other workers and socialists saw
the war as the work of capitalists who were profiting from the fighting without making the
sacrifices that workers were called upon to make. The government’s inability to control
prices and profit in the way it controlled wages was a major factor. Demands to conscript
wealth were popular. Traditions of activism depend on conscious human transmission;
they are invented and re-invented among each generation of activists. This takes us to
the political role that trade unions are playing. The political role of trade unions was first
clearly articulated by Marx, who saw unions as the vehicle through which the working class
would channel its discontent with and demands against capitalism into a revolutionary
force to build socialism. The formative theories on the political nature and role of trade
unions are based on ideas formulated by Marx, Lenin and Gramsci [M-L-G].16

5.1.

Should POPCRU be involved in politics
“In Africa perhaps more than elsewhere, trade unionism cannot be studied
successfully independently of its association with national politics”.17

The phenomenon of intimacy between trade unionism and politics is a worldwide one. What
Budeli (2012) argues that there is no study of trade unionism without politics as per above
quotation, it consequently, means the two are steadfastly connected. Budeli (2012) further
argued through the lecture that in South Africa, Trade unionism and politics offers some
meticulousness due to the historical, social, political, legal and economic contexts of South
Africa. The debate is taken further by Webster (2006) who contends that trade unions in
Africa have a long tradition of political engagement, beginning with their involvement in the
anti-colonial movements through present day struggles for democracy.18 Julius Nyerere of
Tanzania denoted to the union movement and the political party as ‘two legs of the same
nationalist movement’. In Guinee, Sekou Toure held a view that the improvement of the
workers’ economic quandary could be attained only by political action and victories. Trade
unions were also contributory in the fight by Dr Nkrumah to accomplish independence
in Ghana.19 It goes without saying that the involvement of trade unions in African and
South African politics had been in existence since colonisation. Taking from what Budeli
(2012) said, it is clear that there is no study of trade unionism in the absence of politics.
In practice, there will thus be no unionism without politics.

15 D
 uras Tony [1965]., “Trade Unions and the Vietnam War”. This article is based on a honours thesis entitled “Peace is Trade Union Business: Trade Union Opposition to Australia’s Involvement in the Vietnam war”, 1965 – 72.
16 M
 isra N. [2008]., “Strategic Unionism: The Political Role of the Congress of South African Trade Unions [COSATU] in South Africa and What it Means for Black Workers”. Dissertation Submitted to the Department of Urban Studies and Planning in Partial Fulfilment of the Requirements for the Degree of Doctor of Philosophy in Urban and Regional
Planning at the Massachusetts Institute Of Technology. September, 2008. p11.
17 B
 udeli M, [2012] Inaugural Lecture: “Trade unionism and politics in Africa: The South African Experience”, Department of Mercantile, Law College of Law. UNISA, UNISA 2. p2.
18 W
 ebster E, [2006] Briefing Papers, No 3/2007 “Trade Unions and Political Parties in Africa: New Alliances, Strategies and Partnerships”. p1.
19 Budeli M, Inaugural Lecture: “Trade unionism and politics in Africa: The South African Experience”, Department of Mercantile, Law College of Law, UNISA 26 July 2012, UNISA,
6.
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Misra (2008) further expanded inn her contention that Marx regarded every class struggle
is a political struggle and hence unions were inherently political Lenin, developed Marx’s
ideas on trade unions and provided a more strategic and comprehensive analysis of the
role of trade unions. Lenin believed that trade unions played a fundamental role for the
working class in the early stages of capitalism in that they provided a platform for workers
to mobilise, unite and express their class interest. He believed that “...the development
of the proletariat did not, and could not, proceed anywhere in the world otherwise than
through the trade unions, through reciprocal action between them and the party of the
working class. Lenin saw unions as a breeding ground for political cadres, ‘a school of
administration, a school of economic management, a school of communism’. As a political
force, the trade unions had to encompass more than simply the struggle for emancipation
from an employer and embrace a larger struggle against the capitalist system by launching
a systematic political struggle. For that reason, Lenin demarcated unions as taking two
possible forms: revolutionary or reformist/ reactionary. The former being when the trade
unions took the spontaneous struggles of the oppressed working class and generated from
these spontaneous actions a clear program to overthrow the existing order. The second
was when the trade unions limited the potential of the working class for political action
and took on “certain reactionary features, a certain craft narrow-mindedness, a certain
tendency to be non-political, a certain inertness, etc.”
Gramsci however, describes unions as dynamic social organisations and provides a more
nuanced and complex explanation for the role of trade unions. Gramsci saw the ruling
class dominating society through two forms of control, physical and ideological, the latter
of which he termed hegemony. The ruling class were able to control society through the
successful spread of their ideology in a manner that portrayed their class interest as being
in the general interest of society, which in turn afforded the rulers consent of the masses.
Gramsci saw this ideological control as a hegemonic force that needed to be understood
and defeated through counter-hegemony. Trade unions were a critical component of civil
society, poised to create counter-hegemony to the ruling class through the spread of an
alternative, working class ideology and appealing to a broad base of civil society. Although,
unions could not presume this role rather they had to earn the right to speak for the
masses. Gramsci understood that in order to create this counter-hegemony, the unions
had to manoeuvre through a complex and nuanced set of relations with the state, civil
society and political parties. Such a position avoided either the simplistic notion Marx held
of trade unions as simply repositories of revolutionary capacity, or the mechanical notion
Lenin held, of trade unions as either reactionary or revolutionary.
There is another argument that unions should only address the economic and working
conditions of the workers and desist from becoming political actors. This argument was
preached by the previous Federation of South African Trade Unions [FOSATU], whose
ideological posture remained unconcerned with involvement in politics. They considered
building of a strong, united, independent trade as their only basic political assignment.
FOSATU’s position was construed as a deliberate attempt to ignore political and community
problems and its depiction was that of a “bread and butter” organisation. It was faced with
the challenge of involvement in struggle around a particular workplace issue and held up
the independent working-class position as the red light. This position was coupled with an
equally dubious line on political alliances arguing that they had members in both former
United Democratic Front [UDF] and Inkatha. For that reason, FOSATU could not make
alliances with either. According to this federation, to do so would be a source of division
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among workers.20 This position of FOSATU is supported by proponents of economism
who want to totally avoid political activism. Economism is reduction of all social facts to
economic dimensions. This is often meant to criticise economics as an ideology whereby
supply and demand are the only important factors in decisions, thus outstripping or permit
ignorance of all other factors. This is believed to be a side effect of neoclassical economics
and blind faith in an “invisible hand” or “laissez-faire” means of making decisions. Such
decisions become extended far beyond controlled and regulated markets and used to make
political and military decisions. However, critics of economism insist on political, social
and other cultural dimensions in society.
In the converse and in support of Budeli’s argument, COSATU’s predecessor, South African
Congress of Trade Unions’ [SACTU] ideological posture was interweaving the dialectical
relationship between the trade union struggle and the political struggle. According to
South African History Online [SAHO], from its inception SACTU committed itself to an
alliance with all other progressive forces fighting for the total liberation of their country [we
elaborate on SACTU’s establishment and ideological perspective below]. During SACTU’s
First Annual National Conference in March 1956, Chief Albert Luthuli, the ANC President
General at the time said:
“While the South African Congress of Trade Unions must thus pursue an independent
policy in the interests of the workers, it must also participate unreservedly in the struggle
to mobilise the people behind their demands as embodied in the Freedom Charter and
must cooperate with all other organisations engaged in this struggle”.21
The role of a trade union cannot be to ask for daily bread only, as FOSATU narrowly
stood for and believed in. The role of a trade union is to widen the workers’ interests
and their activity in the political sphere because it [trade union] is a great instrument in
supporting anything, which related to all spheres. It thus means stresses the importance
of the working class as a major force in the struggle.
This was emphasised by what Walter Sisulu, ANC leader at the time, wrote in the August
1955 issue of SACTU’s Workers Unity:
“The victory can only be won and imperialism uprooted by forging strong ties of alliance
between the liberation movements and the trade union movements, by correcting any
misconceptions that the trade unions had nothing to do with politics. Similarly, political
leaders must know that the struggle of the people depends on the workers, and therefore
it must be their duty to organise workers into trade union movement”.22
SACTU’s Ideological posture: South African Congress of Trade Unions was established
in March 1955 as a trade union federation representing a new thrust in the South African
history of workers’ struggles and upholding unblemished principles of non-racial workers’
unity. From its inception, SACTU’s policy reflected the understanding of worker activists
that, to secure decent wages and conditions, the struggle could not be confined to an
“economic” struggle with employers, but involved a political struggle. They maintained
that Workers are oppressed by political action; they must take political action in reply.
By clearly identifying the link between the struggle for economic gains and the general
political struggle, the founders of SACTU were calling upon the workers of South Africa to
fulfil their historic role – to become the commander in the struggle for national liberation.
20 R
 EALITY., [1984] “The Independent Trade Union Movement in Natal”, Vol. 16, No. 6 ISSN0034 0979 November 1984. p27 – 29.
21 S
 outh African History Online [SAHO]., “SACTU and the Congress Alliance” www.sahistory.org.za/archive/sactu-and-congress-alliance. Accessed on 05 March 2018.
22 S
 outh African History Online [SAHO]., “SACTU and the Congress Alliance” www.sahistory.org.za/archive/sactu-and-congress-alliance Accessed on 05 March 2018.
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Rejecting the slogan of ‘no politics in the trade union movement’, SACTU leaders refused to
divorce the struggle for political rights and power from the day-to-day struggle for higher
wages and improved working conditions. During its inaugural Conference, its Chairperson,
Pieter Beyleveld had this to say:
“You cannot separate politics and the way in which people are governed from their
bread and butter, or their freedom to move to and from places where they can find the
best employment, or the houses they live in, or the type of education their children get.
These things are of vital concern to the workers. The Trade Unions would therefore be
neglecting the interests of their members if they failed to struggle for their members
on all matters which affect them. The Trade Unions must be as active in the political
field as they are in the economic sphere because the two hang together and cannot be
isolated from each other”.23
To supplement the conversation further, we establish what the Communist Manifesto
outlines about the ideology of industrial capitalism. It says the ideological capitalism
contends that all individuals were politically and economically equal and labourmanagement relations should consequently be conducted on an individual basis. However,
in the real world, the market’s operation destined that the individual worker was at a
profound disadvantage when compared to the employer who enjoyed far greater resources
with which to impose a bargain on the workforce. The only solution open to the worker
was to organise and, in that way, intensify the individual worker’s power to the point at
which workers could accurately hope to challenge the employer.
Marx and Engels illustrate the emergence of a new industrial society and the uneven
relationships between its different social classes. The two believed that inequality referred
to would breed unfriendliness and hostility between two most important classes, namely,
the ruling or bourgeois class [which are the owners of the means of production] and
the working class or proletariat [those working to the bone to create the wealth of the
bourgeoisie].24 It can be summed up to say the distress misconception that capitalism can
be reformed, is mythical and imaginary.
In the South African context, whilst the democratic forces have entered political office,
the economic ruling class has remained the same because the economy still remains in
white hands, dominated by the mining finance complex in alliance with foreign capital.
The transition to democracy has triggered an epoch where the working class has appeared
to win political space only to be forbidden from utilising such victory to improve its
conditions. In the first instance this is because of the dominance of the supporters of the
neo-liberal dominated globalisation process, who impose policy models that governments
in developing countries seem to have a great deal of difficulty in escaping from. The effects
of this globalisation process have been deeply felt by industrial workers the world over. The
ripple effect of this mayhem is the weakened strength of the labour movement, particularly
our federation – COSATU. What is clear is that the organised working class is not satisfied
with some of the policy choices or programmes implemented by the government. There
are many issues that are unresolved and many aspects of the development strategy been
implemented by our government that fall short of the mark for workers and the poor,
whether by commission or omission.

23 S
 outh African Congress of Trade Unions., [1955]. Minutes of Meeting Held on Tuesday, the 1st of March 1955, at %:30pm at 52nd, 30 Progress Buildings, 156, Commissioner
St. Johannesburg. P3.
24 
Marx, K, & Engels F., [1848 & 1973]. “Manifesto of the Communist Party”. https://www.marxists.org/archive/marx/works/1848/communist-manifesto Accessed on
02.03.2018.
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Typical example in this regard is the discredited Growth, Employment and Redistribution
[GEAR], iGoli 2002 and aspects of the restructuring of state assets including the current
economic section of the National Development Plan [NDP]. Can POPCRU remain aloof and
selfishly detached from these realities and thus keep quite because we have to concentrate
on the bread and butter issues only?
On the other hand, Andrew Taylor explored the relationships between trade union
movements and politics in his book: “Trade Unions and Politics: A Comparative Introduction”.
Taylor welcomes an emphasis on trade unions as part of the political process in liberal
democracies and he further argues that liberal democracies can only be established with
free and autonomous union movements. He argues that:
“Unions are inevitably political, whether they or politicians like it; that within capitalist
industrial states they are relatively powerless; and that unions are primarily reactive
and defensive in their political behaviour”.25
What Taylor explored in his book is differently argued in Umsebenzi [The SACP’s publication]
that a trade union is the prime mass legal organisation of the working class. To fulfil its
purpose, it must be as broad as possible and must fight to maintain its legal public
status. It must unite, on an industrial basis, all workers [at whatever level of political
consciousness] who understand the elementary need to come together to defend and
advance their economic conditions.26
Joe Slovo contended that it is not possible for trade unions to keep away from the broader
political engagement. This is what he said:
“The very fact that the workers’ economic struggle cannot be separated from the struggle
against national domination has helped to blur the border-line between trade unionism
and the political leadership of the working class as a whole”.27
Joe Slovo further argued that trade unions cannot play the role played by political parties.
He said it is vital to preserve the distinction between trade union politics and overall
revolutionary leadership. A trade union cannot carry out this dual role. Should any trade
union attempt to do so, it would have to change its basic character and risk committing
suicide as a mass legal force. In addition, the very nature and purpose of trade unionism
disqualifies it from carrying out the tasks of a revolutionary vanguard.
Out of the clear exposition of trade unionism and politics above, it can be concluded
that POPCRU cannot be excluded for active participation in politics. There is no question
that its primary organisational mandate is and must remain ensuring protection of its
membership and the integrity of its trade, improvement of benefits and working conditions
for the members through the increased bargaining power. We have to represent our
members’ interests in the employment relationship. Within this ambit and in the same
way that the locomotive and bedrock of the struggle against apartheid was the organised
power of the working class, any further qualitative advance in the NDR will be dependent
on POPCRU’s power and political consciousness.

25 Taylor A., [1989]. “Trade Unions and Politics: A Comparative Introduction”: Palgrave Macmillan. p. xiv.
26 Umsebenzi., [1987] “SACP message To Cosatu’s Second Congress” Volume 3, Issue No. 2, Second Quarter: p4.
27 S
 lovo J., [1988]. “The South African Working Class and the National Democratic Revolution”. Umsebenzi Discussion Pamphlet published by the South African Communist Party.
P19.
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POPCRU requires enhanced knowledge about the political, economic and social situation
to be able to interchange with stakeholders on issues that affect workers beyond wages
and working conditions. Whilst academic education plays an important role in raising
awareness among our leaders and members, political consciousness on the other hand
provides the political abilities needed to address the challenges that confront the labour
movement both at any level. The course content must develop the capacity of the leadership
to enable them to effectively influence the socio-economic and political conditions at the
workplace, nationally and beyond. POPCRU, as a trade union movement, must fully enjoy
its autonomy whilst playing a more important role within the political discourse.

5.2.

Class Struggle

There has been a significant attempt to come to grips with the internal dynamics of the
capitalist state: Therborn’s “The Dictatorship of the Proletariat and the Class Character
of the State Apparatus”. The essay seeks to explain the bourgeois class character, not
of current government policies, but of the way in which contemporary capitalist states
are organised in contrast to the features of proletarian and feudal states. Therborn’s
preliminary literature survey indicates that Marxists have hardly tackled the problem at
all, although Anderson’s Lineages of the Absolutist State and Bettelheim’s Class Struggles
in the USSR are useful by virtue of their analyses of the pre- and post-capitalist state,
respectively. Therborn’s originality lies in his attribution of the forms of organisational
technology to the effects of class struggle.28 It is now possible to say that the bourgeois
state is capitalist not only because its policies are capitalist but also because its internal
structure, especially its organisational technologies, is determined by class struggle. From
this angle, the class struggle is tackled further from clause a. bellow and where POPCRU
should feature in the process.
(a)

What does class struggle entail?

According to Karl Marx, class conflict and struggle occur because of the economic
organisation of most societies. The theory of class struggle is central to Marxian thought.
The Communist Manifesto of 1848 announces that: “The history of all hitherto existing
society is the history of class struggle”. “Freeman and, slave, patricians and plebian, lord
and serf, guild master and journey man, in a word, oppressor and the oppressed stood in
constant opposition to one another, carried on uninterrupted now hidden and now open
fight, a fight that each time ended in a revolutionary reconstitution of society at large, or
in common ruin of the contending classes”. The Marxist perspective contends that class
conflict and struggle are inevitable in capitalist societies because the interests of workers
and capitalists are fundamentally at odds with each other. Capitalists accumulate wealth
by exploiting workers while workers maintain or advance their own well-being only by
resisting capitalist exploitation. The result is conflict and struggle, which is reflected in all
aspects of social life, from unionising efforts to strikes to political campaigns to immigration
policies. Priya Rashmi contends in an article that the perpetual tension, conflict or the
antagonism between the owning and the non-owning class is called class struggle. Not
only the classes but also the class struggle is economically conditioned. Therefore Marx
says that economic relationship is the very basis of all other types of relationships. i.e.,
social, political and legal and these are called the super structures.29
28 K
 unn R. [1978]., “Class Struggle in the Public Service: Class and Labour Process in the Australian Public Service”. Thesis submitted in partial completion of requirements of
Bachelor of Arts, Honours Department of Politics Macquarie University. p11.
29 “Marx’s Sociology Theory of Class Struggle”. An article by Rashmi Priya.
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Economic relationship decides, defines and determines all other forms of relationships;
i.e. social, political and legal. This is what is called the concept of economic determinism
by Marx.
This outpouring in workers organisation underlines some important questions on the role
of the working class. This sparks conversation about the working class leadership. How do
workers lead and what does it really mean in practice? Do workers take a back seat when
the struggle is for national liberation? What should be the role of labour organisations
which claim to represent the workers? Should trade unions take part in political activities?
Class struggle is a basic feature of life in capitalist society. It is both the reality of everyday
life under capitalism and the way forward to a society based on human needs and not
profit. There are two main classes in capitalist society, namely, owners and workers. The
owners or capitalists own the banks, the factories and the corporations. In other words,
everything essential to society’s productive capabilities is owned by them. Their profits
derive from work that is done by workers. Workers, on the other hand, can only survive by
selling their ability to work to the owners. Even when workers are not struggling to increase
their share of the wealth they produce, the owners are trying to increase their share.
Increased productivity, decreased wages, shifting more taxes from the corporations to the
working class, cutting health care benefits – all these are ways in which the capitalist class
wages class struggle against the workers. The exposition of class struggle is explained
by Joe Slovo in his paper: “The South African Working Class and the National Democratic
Revolution” when he said:
“The economic struggles between workers and bosses at the point of production [which
inevitably spill over into the broader political arena] is claimed to be the ‘class struggle’.
This is sometimes coupled with a view that the trade union movement is the main
political representative of the working class”.30
Joe Slovo further argues that the class struggle in a period of capitalist hegemony is, in
the long run, a political struggle for the eventual winning of power by the working people.
However, the content of this class struggle does not remain fixed for all time, but it is
dictated by the material situation at a given historical moment. Therefore, the meaning of
class struggle cannot be confined to those rare moments when the immediate winning of
socialist power is on the agenda. When workers participate in the national struggle to put
an end to race domination they are surely, at the same time, engaging in class struggle.
Inferring from above clarification, class struggle is both the reality of everyday life under
capitalism and the way forward to a society based on human needs and not profit. The
owners of the means of production have a single goal that of increasing profit. Since
profits are based on the value that workers add in production above and beyond the cost
of production, including wages, owners try to keep the cost of labour as low as possible.
Workers, on the other hand, need to earn enough for food, clothing, shelter, education
and other necessities. Workers’ and owners’ interests are diametrically opposed. This is
the basis for class struggle.

30 S
 lovo J., [1988]. “The South African Working Class and the National Democratic Revolution”. Umsebenzi Discussion Pamphlet published by the South African Communist Party.
p1.
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(b)

Where do we feature as POPCRU?

As clearly explained on what the class struggle entails in the previous section, the class
dynamics are clear: workers and bosses can be easily seen as in zero-sum competition
in the private sector. Once gain at the expense of the other, the prize is effective control
over the means of production and the players line up along the party whose control they
favour. This been the case, POPCRU is not operating in the industrial sector where it
can be argued that the above exposition is appropriate and relevant. Is class struggle
applicable to the operations and functioning of POPCRU, which fully operates in the public
service? The government has no equivalent market pressures to which it is compelled to
respond. Who is exploiting police, correctional and traffic officers? Who is denying them
control of work conditions? Through our COSATU, we are in alliance with the ANC which
is running government. Even if we were not in alliance, does it mean that the analysis of
class struggle falls apart when applied to the public sector?
Answers for the questions raised above lie in what is explained by Taylor as quoted in 4.1.
of this report and clearly outlined in the Umsebenzi publication. The situation should
and must be tackled and defeated through the struggle of the working class for its class
interests. Such a struggle must be self-organised and must reject the leadership of parties
and other specialists who want to substitute themselves for the class as a whole. In
our case, this process should be taken through by POPCRU, which are the mouthpiece
representing workers within the security sector. We represent the workers in a peculiar
sector in order to establish good relations between our membership and the authorities.
We should therefore strive towards promoting the social, economic and political interests
of our members. To fulfil its purpose, POPCRU must be as broad as possible and must
fight to maintain its legal public status. Ideally, we must unite all workers at whatever
level of political consciousness, who understand the forthright need to come together to
defend and advance their economic conditions. From thereon, political education should
organisationally creep in to deal with the ideological shortfall.
The class struggle may take numerous other methods or formulas. When officers in the
trenches tell enlisted personnel to carry out orders in the service of imperialist war and
the soldiers refuse, that is a form of class struggle. When workers come together to fight
for health care or to defend social security that is class struggle. Sometimes, the class
struggle of workers in an office or factory for reform against the daily abuses that occur
under capitalism, come together into a struggle against the whole ruling class. In those
cases, the class struggle may take the form of a struggle to overturn the state and to take
political power for the working class. This is what happened in the revolutions of Russia,
China, Cuba and other countries.
To be practical in our scope, let us make a class analogy of what is happening in the
public service. When the state is restructured, huge burden is imposed on the public
servants. Police officers must learn new ways of dealing with crime in an environment
that protects human rights, teachers must accept redeployment away from their homes,
nurses must take on new responsibilities around primary health care, etc. We are living
at a time marked by profound changes in the political, economic, and social landscape on
a global level. It is, arguably, a new era in world development. These changes, as would
be expected, bring with them new theoretical problems and challenges. In a fast changing
world, the pat answer of yesterday is sometimes patently wrong today.
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Our government has adopted liberal policies which demand of a lean and mean public
service. By implication, the public service must be cut down tremendously, hence Treasury
demanded SAPS not to increase its post establishment for the next five years. This demand
is deliberately ignoring the growing South African population, which currently at fifty six
million. The South African Police Service is expected to provide proper policing to this huge
population with less than two hundred thousand police officers. Within this disordered
and tangled environment, police officers are targeted by criminals whilst getting killed at
an alarming rate. In 2004 we experienced mass dismissals from Correctional Services.
The sins committed by the correctional officers were to be paid their legitimate overtime,
which funds were diverted to construct unwanted fencing including privatisation of
catering of inmates. Now Treasury has instructed Correctional Services to reduce its
post establishment in spite of the serious shortage of manpower in the centres with over
populated correctional centres. On the other hand, public hospitals are overstretched in
terms of manpower, teacher unions are complaining of government implementing policies
without consultation and many other wrong policies applied by the government across the
public service.
Public services should not be misunderstood to be outside of the class struggle. They are
not simply services in the public sector, they are not necessarily there because of market
failure, and they cannot be analysed by the same criteria as market-based provision. They
have four defining characteristics. They exist for reasons of policy, namely, provision of
services to the public, they are redistributive; and they act as a trust. Consequently, they
operate and function in a different way from production for profit, in their priorities, costs,
capacity and outputs.
Indeed POPCRU, like other public sector unions is unique in that it organises workers
within the state. We therefore operate in an environment that is not one in which profits
are generated, but in which public resources are consumed in the delivery of services
and in the form of transfers to those deemed needy. In other words, we compete for
resources with the general public. This does not mean that public service workers should
not be paid a living wage, but that they need to exercise caution when making claims for
these resources. As a result, we need to highlight that public sector unions, despite their
distinctiveness in terms of location, cannot be detached from the rest of the trade union
movement and the struggles of the broader working class and their connections to the
struggles against capitalism. The best way for public sector unions is to be the leaders in
creating a new moral belief, work ethic and culture in the public service. If workers make
claims for resources while delivering services of a poor quality they will understand why
the public is not sympathetic to their plight. If however the public feel that public service
workers are trying, they will even overlook the effect of a lack of resources on the services
delivered. However, approach to this issue must be to tackle it politically. In other words,
central to the public service unions succeeding in their efforts, is for them to show that
they are working with the people to improve their lives.
Public sector unions are poised to lead in this regard by virtue of their work as caregivers in
the public service which ties them intimately to wider layers of the working class. As labour
unions leading public service employees, their demands are inherently political insofar as
they must be addressed to the state. And POPCRU cannot be detached to this reality.
We have to be conscious of these class interests within the public service, particularly
within our space and look for ways to advance these interests [Class consciousness is
elaborated more below]. For this reason, as an organisation, we have to repeatedly thrust
to the frontlines of actions against austerity measures within our scope of operation. By
kneecapping public sector unions, government will strike a blow against one of the last
remaining bastions of working-class economic power.

26

(c)

Class Consciousness

Non-racism is always a fragile plant and it could easily be destroyed by the winds that
blow in a rapidly changing society with scarce resources, and as people hide racism
behind alternative discourses. A beleaguered state, the heir to massive black-white
inequalities and limited resources in an unpropitious international economic climate, is
going to find non-racism far more difficult in the face of the demands of its followers for
redistribution and positive discrimination. Nevertheless the renewed hegemony of ideals
of non-racialism and pan-tribalism in a country which has seen more than a century
of the retrenchment of racial separation and racial privilege and the manipulation of
ethnicity on an unprecedented scale is surely remarkable and remains truly inspirational.
There were class differences with respect to the four consciousness assessment criteria
we evolved in chapter one. If we take the Indian working-class, their political knowledge,
political strategy and political vision might have been limited. However, when mobilised
around issues that directly affected them, such as rents, their children’s education or
even workplace issues, political commitment was in evidence. While this commitment
had several limitations and hardly ever came close to that of the African working-class,
there is evidence of political commitment. Working-class people had little economic and
social space to be politically committed, and had limited recourse to resources, but they
did have a sufficient stake in the system to be wary of losing their relative economic and
political privilege.31 The bourgeoisie had excellent political knowledge, political vision and
a sense of political strategy, but beyond a cheque book contribution to the struggle they
had little political commitment. The middle-class, the most stratified of the three broad
class categories, tended to have political knowledge, vision and strategy, with those that
embraced a progressive perspective being politically committed.
From the exposition conferred above, Class consciousness entails the self-understanding
of members of a social class. This modern sociological concept has its origins in and is
closely associated with Marxist theory of philosophy. Class-consciousness remains the
armament of the working class for it stimulates it from the wheelchairs of ideological
delinquency and submissive conformity to the vicissitudes of capitalism. Karl Marx
intimated the concept in his characterisation of the working class. According to Marx,
workers first become conscious of sharing common grievances against capitalists [thus
forming a class ‘in itself’] and eventually develop an awareness of themselves as forming a
social class opposed to the bourgeoisie [thus becoming a class ‘for itself’], the proletariat
[which is the lowest or one of the lowest economic and social classes in a society]. The
main priority of Marxist class analysis is not social class but class struggle. Çetin Yilmaz
describes class consciousness as what people as occupants of a particular location within
the production process would feel and believe if they were rational. In other words, the
proletariat is treated as a collective subject endowed with consciousness in essentially the
same way as individual subjects have beliefs and desires. The proletariat has the capacity
to comprehend the totality of the social order. Therefore, the recognition of inner relations
of capitalist social order and true consciousness of proletariat are identical processes.
Hence, proletariat which has the potential to grasp the totality of social relations in
capitalist system is the anti-thesis of bourgeoisie.32
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Class consciousness is a historical phenomenon, born out of collective struggle. Marx saw
the exploitation of the working class as a catalyst or facilitator for change. He felt that the
capitalistic system of the time could and should be destroyed and called for a revolution by
the working-class members. However, before the revolution could occur, Marx felt that the
working class first needed to develop what is known as class consciousness. The working
class can only succeed in the course of self-emancipation from the yoke of capitalism by
not only recognising its class position but by consolidating the struggle for the elimination
of its class opponents. This is a distinctive awareness of common vested interests and the
need for collective political action to bring about social change. Simply put, the workers
needed to see themselves as one unit and, together, could revolt and change their working
conditions. Thus, awareness of class interests and looking for ways to advance these
interests in the class struggle is called class consciousness.33
Taking the South African situation, the class struggle has been an integral part of South
Africa’s history. The apartheid era was characterised by racially demarcated class and the
struggle for liberation was to realise basic rights for the exploited class. The class struggle
in South Africa designed the South African living form of neoliberalism. When apartheid
was overthrown, some of the leaders of the class struggle became the new elite and were
in a position to pursue their interests. During apartheid, South Africa was characterised
by social provision for whites and monopoly capitalism. The implications are twofold:
Firstly, the major corporate powers were the major creditors of the apartheid debt, which
also means that the legacy of apartheid conclusively outlines economic policy in the new
South Africa. Secondly, the defeat of institutionalised racism and the use of transformative
pomposity concealed the failure on the part of the new government to move away from
monopoly capitalism.
When the ANC ascended to power, it had a choice to follow the demands of the social
base they had represented or surrender to the demands of the bureaucrats and corporate
power of the apartheid era. Due to the huge domestic liability that the ANC government
inherited from the apartheid era, corporate creditors put a lot of pressure on the ANC
to embrace capital-friendly policies. Its policy choices were severely constrained by the
strain the debt put on resources, making redistribution tough. Conversely, even though
the ANC government was not in a weak enough position with regards to foreign debt to
be intimidated into opening its borders, they still chose to do so. We are currently in that
situation, what should be the approach from a class conscious perspective?
Summation of above ascends the clarion call for enhancing the class consciousness of the
workers. It is the need of the hour. Workers cannot shy away from political ideology. They
have to realise the need for proper policies that will benefit the workers. Denying the rights
of workers is the politics of the capitalists. Hence fighting against capitalism has to be the
politics of the workers.
From this time, POPCRU as part of the working class should relate with the revolutionary
stance to continue sharpening its leadership and broader membership in class
consciousness, not only in word but in action. We say this because we recall very well that
the encapsulation of the National Democratic Revolution [NDR] entrapped within the class
struggle represented the two sides of the same coin with the only one being the politicoeconomic [political economic system] emancipation of the working class and the South
African downtrodden masses: black people in general and Africans in particular.
33 S
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On the immediate should be our ability and calling to eliminate antagonistic contradictions
on gender and race within an embryo of nation-building and democracy. The essence of
this critical task is none other than the elimination of class contradictions. Emancipation
on gender and racial lines- ever since taken away and denied by European colonists and
capitalists with whom we shared the South African boundaries even after South Africa’s
independence – cannot be achieved unless we confront, dissuade, and eliminate the
politico-economic system which profoundly conveyed the birth to all these hardships.

(d)

The need for revolutionary leadership

The kick-off point in this regard will be to illustrate what leadership is and entails. Leadership
is an influence process and may be described as a position of power held by an individual
in a group, which provides him with an opportunity to exercise interactive influence on
the group members for mobilising and directing their efforts towards certain goals. The
leader, at the centre of a group’s power structure, keeps the group together, infuses life
into it, moves it towards its goals and upholds its momentum. Leadership is essentially
the core and spirit of organisations. As the people in charge, they not only manage the
organisation’s affairs but also deal with the general employees face to face. Entrusted with
the task to communicate organisational goals, visions and ideas to external people and
organisations, leaders are responsible for maintaining and implementing organisational
rules and systems. For that reason, in a sense, leaders at all levels are spokespersons of
their own organisations, serving as the bridge and link connecting to any other destination.
It is important to know that leaders set the agenda, they influence the organisational culture
and the long-term effectiveness of an organisation. It is important to know that he who
heeds discipline shows the way to life, as well as organisational or corporate success and
goal achievements. However, whosoever ignores correction, leads others astray including
multi-billion corporations. On the other hand, leaders without purpose are those whose
sense of purpose did not extend beyond them. A case can be made that despite people with
talents and strengths, they are not really leaders at all. Their contemporary equivalents are
those ‘leaders’ whose main ‘purpose’ is pure material gain and personal aggrandisement.
Talk about purpose and people will listen, but to get them to follow, you must act with
purpose. As a leader one should know that communication with his/ her peers clearly helps
the organisation’s performance. Leaders who cannot communicate clearly, powerfully and
succinctly, barely qualify as leader. The best ideas are useless if not communicated in a
compelling way. Effective leaders are equally comfortable communicating to individuals,
small groups, and large gatherings, and customizing their approaches for each audience.
The leadership role in a trade union has multiplicity of demands placed on it. Not only
does it require a definite amount of technical knowledge of the nature of industry of the
particular organisation, but also a considerate understanding of the workers, their attitude
and their problems. A certain amount of commitment and responsiveness for a cause,
even in indeterminate conditions, is necessary.
POPCRU is a goal-oriented organisation and it has established certain institutionalised
practices to realise its goals? This been the case, what kind of leadership should we build
to take POPCRU’s continued survival and its aspiration forward? POPCRU leaders should
discharge their leadership responsibilities expected of them by the organisation and
leaders must emerge from its ranks. Through the structures, the members should have a
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say in how their unions operates. This will enable them to participate in decision making
processes. We certainly need an unpretentious working class leadership in an industry
such as ours. It must be inculcated in the leadership of POPCRU that the absence of
ideology underlying its organisational vision, the political programmes and policies is
gloomy and miserable. POPCRU leadership must be able to carefully evaluate the victories
and setbacks, strengths and weaknesses, positives and negatives of every circumstance.
This can be emphasised by what Amilcar Cabral said to a group of African American
militants in 1972:
“To have ideology doesn’t necessarily mean that you have to define whether you are
communist, socialist, or something like this. To have ideology is to know what you want
in your own condition”.34
We can learn from what Cabral stated more than four decades ago that today’s progressive
leadership and their organisations must conceive out of their concretely lived circumstances
of self-understanding within the context of their specific history. POPCRU leadership have
to learn from the experiences of others, to the extent that such experiences are beneficial
to our environment in finding solutions to the organisational, socio-economic, political and
ecological difficulties. It must relentlessly be more conscious of the errors, miscalculations
and blunders they make so that they can correct their work and persistently do better in
the service for organisational direction.
The leadership should not create a gap between itself and the membership. This will be
an adage that will erode organisational internal democracy and smash it to its lowest ebb.
Their primary contribution lies in advancing an image to the union and enhancing its
prestige. While confidence in the leadership is essential and good for effective functioning
of unions, it is the real qualities like hard work, sincerity of purpose, commitment and
dedication that will bring hue fruits of trade unionism to the workers. One has to be
convinced that the workers are expressing their genuine feelings about the role of their
leaders as they understand. This is a question directly showing the faith of membership
in the sincerity of their leaders. By and large, majority of POPCRU members show full
confidence in their leaders, therefore the leadership should in return show confidence in
the membership.
One function of leadership can be characterised by the term normally used by anthropologists
in a social organisation. That is, leadership should be concerned with fashioning the
nuts and bolts of that organisation, the infrastructure of agencies and networks that
allow individuals leaders and membership as a whole to realise the purposes required
for a viable human existence. Thus, one core type of leadership we should aspire for in
POPCRU. A further function of leadership is to offer guidance to the entire organisation, to
direct members to certain ends and purposes. This leadership function is concerned with
a group’s status, rights and honour. It is from this type of leadership in contemporary
organisations that political leadership evolves, whether activist or social movement
leadership or elected politician leadership.
Within this exposition and in thinking about organisational review and renewal, the
leadership of POPCRU must always bear into account that, POPCRU has evolved and
developed into a movement and agent for change within the security environment. It had
to come across and overcome serious obstacles and setbacks in the long road to where it
is today.
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This organisation has a track record of being a trusted leader and loyal servant amongst its
membership. Its strength lies in its ability to renew itself organisationally and ideologically,
to take account of new developments and new challenges. It must always ring in the minds
of the leadership that this ability for self-renewal cannot be taken for granted. It is an
assignment that every generation of the organisation has to contend with and realise,
based on the requirement and tasks of each situation. Any organisational analysis and
renewal proposals for the POPCRU have to pass one test: to what extent do they enhance
organisational capacity to remain a trusted leader, loyal servant of its membership and
an agent for change within its scope of operation and beyond. This is the main challenge.
(i)

Organisational discipline and self-discipline

POPCRU members and leaders should be proud bearers and holders of a 3-decade of
exemplary leadership. New conditions could pose acute challenges to these traditions.
The organisation may need to confront these challenges head on as they emerge and
deal decisively questions of renewing leadership, restoring discipline and revitalising our
democratic organisational culture. On all these fronts the organisation should proclaim or
herald a period of renewal or regeneration, so that we march towards the 30th anniversary
as a strong, united and disciplined collective.
Discipline is essentially political matter, a core part of the organisational culture of a
revolutionary trade union movement of our stature and a distinct attribute of a cadre. Without
discipline, there can be no revolutionary cadre. Without a systematic implementation of
cadre policy, the state of discipline will naturally decline, consequently compelling the
organisation to resort to extra-ordinary procedures. An important function of political
leadership is to cultivate self-discipline, organisational discipline and promote exemplary
conduct and mutual respect among all POPCRU members and its structures. POPCRU
should carry out a proactive campaign to promote positive values and qualities among its
members which will earn admiration, draw encouragement and heighten self-confidence.
POPCRU members should be exemplary people and positive role models who are respected
members of their institutions and other organisations.
POPCRU has not, has never been and should never be a faction. No leader of POPCRU
at any level of leadership should openly or underhandedly engage in factionalist activity.
If that is allowed to happen, where will this gracious trade union movement that aims
to ensure complete transformation of the Criminal Justice Cluster be? When a tendency
can be allowed, like it’s happening in other organisation, where money changes hands in
the battle for personal power and aggrandisement, where will this movement that is built
around membership that joins without motives of material advantage and personal gain
be? When members at leadership level themselves engage in factionalist activities, media
leaks and rumour-mongering, how can we expect the lower level membership to discharge
their duties to observe discipline, behave reliably and devotedly carry out the decisions of
the majority and the decisions coming from higher bodies?
Each time when any form misbehaviour transpires at any level, the elected leadership must
act resolutely and promptly, irrespective of who is involved in order that the leadership
and membership observe to self-discipline and organisational discipline. POPCRU should
have the right to institute disciplinary action against any member, including any member
at leadership level who may violate POPCRU Code of Conduct. No leader or member
should act or regard him/herself to be above the organisation. Should these tendencies be
allowed, particularly at leadership level, it means POPCRU leadership collectives will often
be paralysed by indecisiveness or inaction and in the process, discipline is not maintained
and impunity will become the order of the day.

31

Members voluntarily join POPCRU at free own will and become its members so as to
contribute towards building its internal strength. POPCRU has straightforward principles,
strategies, norms and an organisational culture including structures which set the
parameters for contribution by individual members. Part of this organisation’s discipline
must therefore be to ensure that its members and thus internalise these principles,
strategies, norms and organisational culture through political education, participating
in debates and being tasked with certain responsibilities. In dealing with discipline of
individual members, they must be treated as comrades, with an awareness of the various
levels of personal and political development and their various levels of responsibility. In
the process, contradictions which are incompatible and friendly should be looked at.
When a leader or member contravenes the organisation’s constitution or code of conduct,
procedures are put in place to deal with this aspect. These procedures are based on
principles of fairness and justice. They include:


Availability of information as to what constitutes breach of
through prevalent distribution of our constitution and code of conduct;

discipline,



Written notice to the person affected and a reasonable opportunity to make
his/ her defence;



The right to have the matter reviewed by the next higher body of the organisation;



Penalties which are aimed at allowing the person to rehabilitate; and



Giving POPCRU the right to protect itself from infiltration and elements
who seek to divide it and to take it away from its course.

POPCRU’s Code of Conduct should be reorganised to address all issues related to correct
ill-discipline at every level. Disciplinary Committees [DC] should be composed largely of
cadres who are beyond reproach. This will ensure that the responsibility of the elected
leadership to keep discipline in the ranks and bring cases of misconduct to the DC is
maintained, while the DC’s role is to adjudicate and make a determination. The Chairperson
of the DC should be an elected leader in order to ensure political accountability.
(ii)

Internal Democracy

Trade union movements are the expression of economic, social and political diversity.
They contribute to the formation and expression of the will of their membership and are a
fundamental instrument for political participation. Their creation and the exercise of their
activities are free in so far as they respect the provisions of their constitution and adopted
policies. Their internal structure and operation must be therefore, be democratic.
Internal democracy in organisations, also known as intra-party democracy, refers to the
level and methods of including members of the organisation in the process of decision
making and deliberations within its structures. Intra-party democracy is usually known to
nurture citizens’ political competencies and/ or producing more capable representatives
which in turn ensures that the organisation produces better policies and political
programmes. One of the defining features of POPCRU is that it is a democratic movement.
From its foundation, it has cultivated a culture of internal democracy and vigorous
debates. Unlike other parties that bottled-up and crushed internal leadership contest and
internal ideological debates, POPCRU has survived and flourished because of its ability to
manage and harness internal debates and leadership contests in the interest of finding the
quickest and most sustainable solutions.
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Democracy as a goal, principle and part of POPCRU’s strategic approach should be upheld
throughout this movement’s structures. It should remain one of the few trade unions which
actively seek to infuse a democratic culture as both a goal and as part of its organisational
operations within prescribed rules. This culture should not necessarily change, but should
be improved as conditions change and as the organisation adapts itself in pursuit of the
NDR. The organisation itself should consequently, be a learning organisation or a school
of democracy for its forces and members who lead at various levels. There are some of
principles that should be adhered to in terms of organisational democracy: These are
discussed below.



Elected Leadership

Election of POPCRU leadership at all levels is constitutionally regulated and the principal
implementation process is through adopted policies. In addition, the elected leadership can
be recalled before the end of their term of office if they act contrary to the organisational
principles of discipline. POPCRU members, according to the constitution and further
interpreted through the Election Policy and adopted resolutions, have a right to take part
in elections and be elected to any committee, structure or be part of a delegation. Members’
election to positions should be in line and as elucidated by these policy provisions.



Collective Leadership

Leaders are individuals who establish direction for a working group of individuals and
who gain commitment from this group of members to established direction and who
then motivate members to achieve the direction’s outcomes.35 POPCRU has leadership
collectives at all levels of organisation and not individual or a single leader – Institutional
Shop Stewards Committee, Local Shop Steward Council [LSC], Provincial Executive
Committee [PEC], Provincial Shop Steward Council [PSC] and the National Executive
Committee [NEC]. The constitution sets out the powers of each of these structures and
they are expected to operate as a collective. This means that there must be continuous
and ongoing consultations on matters affecting the organisation. In addition, it means that
all members must take responsibility to explain and ensure the application of decisions
or pronouncements arrived at through these collectives. Collective leadership also means
that leadership skills, experience and knowledge must be shared.
The calibre and quality of leadership is one of the primary factors that accounts for
POPCRU’s survival and success during the past thirty years. Leadership is not a magic that
one person have and others do not have. It is also not all about the ordered by boss and
then observed by him/ her that how much these orders are obeyed. It is about helping the
organisation and working teams to face the challenges and to work for organisational goal
in a worthy way. POPCRU’s leadership should have the necessary ability of management to
get and protect the organisation by understanding the needs of membership and bringing
them together to work in a better environment to achieve the common goals. POPCRU’s
leadership should always be strategic, well capable to predict the essential changes and
vicissitudes in advance and create required commitment and highly suitable atmosphere
for worker and teams to understand and adopt these changes successfully.
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On the other hand, collective and individual leadership must be visionary at all times.
Leadership is about leading the organisations and organisational teams to go somewhere.
If the leaders and members do not know where to go, then leadership means nothing. So
it is important for leaders to have a clear vision. A vision plays a key role in producing
useful change by helping to direct, align and inspire actions on the part of large numbers
of people. Without an applicable vision, a transformation effort can simply melt into a list
of bottomless, incompatible and time consuming projects that go in the wrong direction or
nowhere at all. It should be the vision leadership collective that assure that actions and
the decisions of organisational team are fit into the actual picture of desired future. There
should be innovation as well on the part of POPCRU leadership. In this age of uncertainty,
organisations and companies may face some unexpected and unwanted circumstances any
time. Leaders must be talented to promote and nurture the innovative culture within an
organisation, by motivating others to bring new ideas and provide a proper infrastructure
to convert them into reality. So, the necessity of capable leadership is more than ever in
present day to sense these unanticipated conditions before time and to cope with them by
their innovative approach.
It remains a critical success factor for the survival and success of POPCRU as it completes
the 30th anniversary and into the future. For this reason, working as a collective is not a
matter of choice, but of paramount priority and importance.



Consultation

POPCRU structures are set up in such a way that they allow for meetings at prescribed
systematic intervals. The Institution is the basic component of the organisation which
provides space for membership to participate through monthly meetings. In addition,
Institutions are represented at other structures of decision-making like the Local Shop
Steward Councils and, finally through proportional qualification, at the highest decisionmaking body of higher structures – National Congress. All provinces and Gender
Structures have representation in the NEC. These are the platforms created as machinery
for decision making including consultation. As part of organisation al renewal, we should
inject organisational energy into this machinery to make it effective. Our structures must
be used to ensuring that adequate consultation by leadership and/ or membership takes
place.
Consultation is not an end in itself. We do not conduct consultations for the sake of it
but to ensure that there is popular support in POPCRU for certain decisions and policies
and are able to explain them. Consultation is also part of ensuring that as a trade union
movement we remain true to our calling that our membership should be part of shaping
the organisation’s destiny, and that POPCRU is the correct vehicle through which to
discharge this.
POPCRU members determine the strategic direction and policy positions of the organisation
in consideration to the pressing challenges facing the space we operate in at each given
moment. In this regard, POPCRU should become a school of democracy wherein free
spread of ideas, robust debates and contestation for leadership have been a key feature of
its political and organisational life since 1989.
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Supremacy and authority of the Congresses

POPCRU’s National Congress is the highest decision-making structure of our unitary
organisation and can approve or alter or modify any decision or policy adopted by
structures at other lower levels. As constitutionally prescribed, the National Congress
consists of mandated individuals from various levels of the organisation. Discussion
papers to be placed in the National Congress should be prior engaged at the lower forums
in preparation for final engagement in the congress. In its deliberations, National Congress
adopts policies which must guide the movement until the ensuing congress. Occasionally,
National Congress mandates or gives power to a subordinate structure such as the Central
Executive Committee or National Executive Committee to finalise or tackle outstanding of
specific items. Institutional, Local and Provincial congresses are operated through the
constitutional and policy provisions. All structures of the organisation are bound by the
decisions arrived at in the National Congress.



Mandates, Accountability, Reporting

Within the context of the above exposition, our organisational structures should provide
elected members with mandates to guide them when they represent POPCRU in its various
structures including external organisations or bodies, e.g. in departments, Parliament, in
various bargaining councils, etc. When the organisation appoints its representatives for
different bodies, it should always have policies and broad strategies in place geared towards
transforming a particular sector or department. The role our representatives should be to
ensure that such policies are carried through for the required purpose. This is not say that
we do not encourage individuals deployed to express their views, nor that those elected to
leadership position. We expect all the members of our organisation to think for themselves,
to be able to raise and debate their ideas at any time, and to be able to take initiative to
further the task of our objective. We expect leadership to lead our movement, ensuring
that we respond to challenges and that we implement our programmes. However, when
there is a need to change in strategy or policy, we expect leadership and representatives to
consult and get fresh mandated on the new direction.
In order to do the above in a way that does not undermine our capacity to be an effective
organisation, one of POPCRU’s key challenges is to remain building its capacity to give
policy direction all spheres and in different sectors, to have mechanisms of ongoing reports
and assessment and strong structures which must respond to process of consultation.
Reporting back to our members and constitutional structures is an important part of
democracy. Information is a source of power, and if not shared, it can undermine the
democratic process itself. This raises the issue of how, as an organisation, we communicate
with our members and structures. Often, information is confidential then flicks its way
into the newspapers in a distorted and inaccurate form. POPCRU therefore, needs to
devise ways of keeping its members informed through organisational structures while we
use other means much more effectively to communicate.
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Criticism and Self-Criticism

As part of democratic principles, we do not consider any of our members being beyond
criticism. This includes our organisation and its strategies which are also not beyond
criticism. This means we should have regular assessments, questions asked and
constructive criticism encouraged. Our leadership and the entire cadreship should at all
times be humble and prepared to listen to constructive criticism. Part of being a cadre
also means an ongoing process of self -criticism, evaluation, learning improving our
strategies, tactics and policies as our organisation. This is broadly an accepted custom
or norm and it should be integrated into the work of our constitutional structures. For
example, the NEC, PSCs and PECs should have, at least once a year, a session built into
their regular constitutional meetings to assess themselves as leadership collective and the
strengths and weaknesses of individual cadres who serve on these collectives. This must
be translated into personalisation of issues and targeting cadres in a destructive and
disparaging manner.



Democratic Centralism

POPCRU is a national and unitary organisation. Its processes and operations are steered
by the doctrines and values of democratic centralism. The principles sketched out below
will certainly empower POPCRU to fulfil its role as a national movement, bonding the
organisation as a whole. These principles will surely contribute in attaining organisational
unity, capability and political cohesiveness. This will help POPCRU to be the driving force
for transformation within our space and to exercise effective political and organisational
leadership at all these levels:


Decision of the majority prevails: After thorough deliberation and debate on a
specific item in the constitutional structures, a decision gets taken and becomes
binding to all members and leader of POPCRU. Even if an individual has motivated or
voted for a different position, that individual will have a responsibility to implement
and defend the decision that had been taken. It is part of our democratic culture to
debate and discuss our strategies, policies and tactics in order to clarify ourselves and
deepen our understanding of these issues. This includes the right to question whether
decisions that have been taken are the best and most suited to current conditions.
However, we must know what decisions are open to question and how these need
to be raised. Guidelines on this issue may include the nature of the decision and
questioning decisions within structures.



Decisions of higher structures bind lower structures: As indicated above since
POPCRU a national organisation, this principle is applicable. The National Executive
Committee is the highest administrative decision-making structure in between the
national congresses and therefore has the overall responsibility of ensuring that
conference resolutions and adopted policies are implemented, the constitution is
upheld, it leads the lower structures and maintains its character, discipline and
unity.



Responsibility of the leadership and cadres: POPCRU’s nature and character
necessitates that all leaders and cadres have to earnestly take their duties and
responsibilities. For example, leadership collective at various levels may, often have
to take unpopular decisions in the interest of the organisation. A leader who is
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part of such a collective has the responsibility to understand the motivations for
such decision and explain it to the membership. This also means that leadership
collective must be in touch with prevalent sentiment within the structures as well
as with public opinion. In this way, when decisions are taken, the movement can
take along its support base and not make errors of judgement which may backfire.
Leadership should always parade the strength of their convictions to raise matters
and problems within platforms where they have the opportunity to do so. The interest
of the organisation must be placed above self-interest. Leadership, on the other hand,
must make certain that there is a climate that permits for the open discussion and
raising issues and deal with victimisation should this arise. The responsibility for
POPCRU’s democratic character is the responsibility of both leaders and members.
Our leadership and members must strive for personal attributes such as commitment,
dedication, loyalty, respect for others, modesty, incorruptibility and critical including
independent thinking.

5.3.

Ideological Tools of Trade Unions

What do we understand in the trade union literature and politics under trade unionism? As
sketched out in the sections above, the trade union movement comprises all the organised
activities of the working class. It is engaged in three major types of activities, namely,
economic, political and cooperative. It is also deduced earlier that trade union action
is class struggle. The economic activities are carried on by trade unions enthusiastic
to attain and accomplish job and income control through joint action. The political
activities of trade unions usually aim at substituting the competitive private property
command with a political understanding system.36 Contemporary conditions of trade
unionism are complicated, demanding and challenging. The willingness to offer heroism
and organisational stability are no longer enough even though they are so important.
The propaganda of capital and its governments is elaborate and crafty. The monopolies
and the multinational companies train their people. It is therefore, an obligation from all
POPCRU leadership including the broader membership to have the ideological and trade
union level that is demanded under these conditions.
There should be continuous and increased need to strengthen ideological and trade union
tools within the organisation. The trade union seminars, programs, political schools, the
exchange of experiences will go a long way to educate our cadres to be capable of analysing
the world today, the modern conflicts and determine our strategy and tactics. The contact,
the knowledge, the achievement of Marxist theory, give the capacity to the trade unionists
and leaders in every country, every sector to be in the forefront of the class struggle.
This kind of trade union education and worker’s development will modernise political
consciousness, democratic organisation and gear it up to higher standards of structural
efficiency. The trade union movement of previous times and of today remains divided on
the main lines, between those having a class-conscious point of view and those of nonclass perspective. The imparting of political education to the membership will lead to
production of a body of competent, well-disciplined future POPCRU leaders from among
its rank and file.
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We are living in a capitalist system and needs to happen to change things? The common
criticism of trade unions is that they usually strive to work within and modify the
prevailing system, implying that they pose no serious challenge to capitalism. However,
significant numbers of trade unions do have a real class conscious viewpoint to play a
part in challenging the status quo of capitalist system. What sets trade unions apart from
other organisations is their engagement in collective bargaining, where they have to offset
the structural advantage of employers by improving the individual and collective workers’
bargaining position through collectivisation. Notions of union purpose must be seen against
this ideological backdrop, between the pragmatism of how they deliver attainable, stated
objectives for their members and the wider vision for a fundamental change to society.

5.4.

What should be POPCRU’s approach?

What should be POPCRU’s approach in dealing with ideological tools of trade unions, with
more emphasis on our scope and applicability to our situation?



Solidarity

Solidarity is the backbone of trade unionism. Workers around the world face the same
conditions: bosses who maximise their profit by moving their investments without regard
to their impacts on communities or the environment. As long as there are places where
workers toil for starvation wages without health and safety protections, it’s hard to achieve
or maintain good wages or conditions anywhere. We must work collaboratively across
borders in order to effectively fight back against the multinational corporations that
dominate our economy. Solidarity entails the willingness to carry one another’s burdens.
Proletarians organised themselves because they felt left out of society and trade unionists
shared the same conviction and had the same destiny or purpose.
Solidarity as a concept is described by Diarmaid Kelliher as having been invoked repeatedly
during the 1984-5 miners’ strike among activists in the coalfields and supporters in London
and that solidarity is central to any possible victory.37 This exposition about this concept
is further alluded to by Inger Lise Husøy that originally solidarity was based on a notion of
class interest and implied a strong degree of collective orientation.38 She arguably clarified
the notion of solidarity as a result of the division of labour, a predominant source that still
inspires unions to solidarity action worldwide whilst making a distinction between solidarity
and self-interest. It is contented that experience, identity and politics can simultaneously
form the basis for developing solidarity. the conditions of sustainability imply solidarity
with future generations, idealistically speaking even at the expense of workers’ shortterm self-interests, such as when having to close down polluting factories. On the other
hand, self-interest has a rational aspect for workers when concerning environmental
pollution and degradation. Workers have interests as workers at the workplace and in the
surrounding areas, where they might live, but also as members of society at large.
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The creation of both trade unions and political parties may be considered an expression
of the idea of solidarity, and the idea was transformed to a modern broad concept of
solidarity. Solidarity should be viewed as potentially a mutual relationship, which can be
best understood as developing over an extended period of time.
What should be POPCRU approach to solidarity?



Internationalism

Internationalism is fully addressed under point number 10 below.

6.

Political affiliation

In 1995, a political discussion arose within POPCRU for possible affiliation to COSATU.
COSATU was thus invited to address POPCRU National Executive Committee. In considering
whether or not to affiliate, a number of factors and fundamental principles were considered
by the NEC. The following became handy as per the presentation by COSATU:


Commitment to a unified democratic South Africa, free of oppression and economic
exploitation;



Organising national industrial trade unions, financed and controlled by their worker
members through democratically elected committees;



Combating the divisions amongst the workers of South Africa and unite them into a
strong and confident working class;



Encouraging democratic worker organisation and leadership in all spheres of our
society together with other progressive sectors of the community; and



Reinforcing and encouraging progressive international worker contact and solidarity
so as to assist one another in our struggles.

Out of COSATU’s presentation, the NEC engaged intensively. Just as the individual
worker, or any group of workers, are unable to improve their lot without organisation
into trade unions, so is the individual trade union powerless unless there is in existence
a coordinating body of trade unions which unites the efforts of all workers. For such a
trade union federation to be successful, it must be able to speak on behalf of all workers,
irrespective of race or colour, nationality or sex. POPCRU’s final assessment was based
on this fundamental fact – that it will not win the course on its own. Its success could
only be realised through uniting with other progressive formations. And that formation
was COSATU. Having considered everything, a conscious political decision was taken for
POPCRU to affiliate to COSATU. The successes and challenges experienced by POPCRU
may be attributed to both its mandate as a trade union, representing the workers security
sector, as well as its political role discharged within the federation – COSATU.
The 08th National Congress in 2015 reaffirmed the founding principles of COSATU. The
congress went further to illustrate that these principles are binding to all affiliates and
must be adhered to. Deviation from these principles is an indication that an affiliate or
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individual is disassociating itself from the federation. While the federation should do all in
its power to keep workers organised, there is a need to let go when it becomes clear that
nothing can else be done.

7.

Tripartite Alliance

The South African Communist Party has argued that now that the ANC-led Alliance has
political power, it is within the struggle to transform society itself that the biggest potential
for issues to arise which elevate the non-antagonistic contradictions that exist within the
Alliance to being matters on which serious clashes of interest can occur. It is contended
that this is for a number of reasons. Firstly, the changing class composition of the ANC,
SACP, COSATU and the broader democratic movement which means that all statements
of policy, interest, intention, and even of an ordinary nature, need to be interpreted with
caution. The glue that held the multi-class alliance together prior to 1994, has presented
signs of being inadequate in this new period. In short, it is not clear that comrades trust
each other as they did in the past. By way of a second reason, it is also not clear that
they should when it comes to matters of policy. This is because it is wrong to assume that
policy in general, but especially economic policy, can be class neutral.39
Again, making reference to pronouncement by our 08th National Congress, the ANC-led
Alliance in the course of time has been plagued by a political crisis, manifested in a
lack of ideological, organisational and programmatic cohesion amongst components of the
Alliance. These to a large extent emanated from individual interests of those who sought
to enrich themselves through the work of alliance which also resulted in the leadership of
COSATU, ANC and the SACP having been subjected to personalised and unfair attacks by
certain sections of the media and opposition parties who sought to destabilise that which
was not built overnight. The congress further said POPCRU must continue to acknowledge
and appreciate the role that the Alliance and MDM formations played to bring about the
new South Africa. The Alliance remains relevant as a vehicle for the working class to
advance its agenda.
Alliance partners need to unequivocally recommit themselves to joint political work and
programmes. The opting and secondments of alliance leaders to strategic government
positions comes at the background of solidifying our relations and influencing pro-worker
policies and must not be confused with losing the grip on being the vanguard of the working
class as some want us to believe. The alliance must remain resolute as it is pertinent to
have voices from within the decision making processes of government rather than being
reduced to cheerleaders as others thought the alliance will become.
Two years after the congress pronouncement, our CEC in November 2017 made further
analogy of the political situation of the alliance under the topic: “The continued relevance
of the Alliance”.40 The CEC said it is important for Alliance partners to openly express their
opinions and observations, without fear, favour, or prejudice, in accordance with their
democratic independence on decisions made without consensus-seeking consultation.
The national democratic revolution belongs to all of us as Alliance partners and the people
as a whole.
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The revolution is too imperative to be left to one Alliance partner alone or to some
individuals or worse off to a faction. How the revolution must be carried out through the
state, including legislation, policy, regulations, programme and who must be deployed to
make it happen, requires a responsibility of the Alliance collective.
Having outlined the above challenges and faced with the reality that if we go apart resultant
from anger and provocation, we are all going to lose. Within this background, it is clear
that the alliance is still appropriate and more relevant in spite of the bleak picture painted
above. While the Alliance remains relevant and strategic, the method in which it operates
is clearly obsolete. The Alliance’s mode of operation is incapable of holding together it any
further. If the modus operandi of the Alliance does not adjust, the Alliance will inevitably
disintegrate with serious consequences. Clearly, some of the operating modalities need to
be rearranged and enhanced.
The current divisions should not be taken for granted, leadership have to stand up, be
bold and confront the reality that we are faced with serious disunity that is informed by
latest new tendencies that are foreign within congress movement. The first recognition that
must be accepted and complied with by all alliance partners is that there are no junior
partners. There are things that need to be revisited and be tightened a bit more since all
alliance components are today in a different milieu. There are critical and fundamental
questions that have to be tackled in concretising the alliance operations and working
together. The question of how do we improve consultation in the alliance? How do we
improve and manage better the issues of deployment? How do we manage better the issue
of implementation of resolutions and polices we agreed upon?

8.

The role of POPCRU in the policy formulation

The world is fast changing and these changes have emotional impact on the position
of workers and the working class as a whole. Globalisation, outsourcing, privatisation,
capital mobility and restructuring of the welfare state cause employment and income
uncertainty. Historically, the trade union movement has played a crucial role fighting
for decent wages, workplace health and safety, working hours, equal rights and a safety
net for those who cannot work. We have a responsibility to do all we can to make sure
that POPCRU continues to help bring about social justice. We must make sure that this
organisation is ready to organise, service its membership, create shared aims among people
with diverse backgrounds; to forge coalitions with other institutions whilst engaging all
members in the trade union movement regardless of their age. This can take place if we
are in a better position to change policies.
Employers’ organisations and trade unions formations are not merely economic agents.
They are essentially key players and performers in the political arena. These organisations
stimulate the laws that regulate labour markets and may even influence policies beyond the
sphere of labour relations. Furthermore, unions which represent public sector employees,
like POPCRU, must unavoidably influence the policy direction of the state. The nature of
trade union involvement in the political arena depends on the norms and institutional
framework of the society in which they exist.
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Trade unions movements have contributed to the formation of social and labour rights
including contribution to the political change in many countries, of which South Africa
is no exception.41 In effect, the historically radical nature of South Africa’s labour
movement against the backdrop of apartheid has no doubt become an entrenched part
of the country’s trade union movement today. The political involvement of trade unions
is covered in detail under point n umber 4 above. Within this background, POPCRU’s
political involvement cannot be allowed to overshadow its activities at the workplace, but
should be to strengthen it. The organisation and its membership should remain strong
in the sectors of our operation. We should be in a better position to oppose prejudicial
reforms involving fiscal consolidation, privatisation, liberalisation, etc. For this reason,
POPCRU’s dual economic and political role should not be confusing or be regarded as
complex or contradictory.
POPCRU is the mouthpiece of the police, correctional and traffic officers through
representation. Taking from above elucidation, it has to play a meaningful role in
influencing policy formulation for the good of the workers in represents. It should, as a
result, ensure promotion of the social, economic and political interests of these employees
through progressive policy outcomes. For this reason, the organisation needs to create
and strengthen its technical capacity on policy formulation. Majority of times, the lack
of financial resources becomes a concern, but the need for expertise should receive high
priority. We must construct muscle to have influence in the agenda setting for policy
formulation in specific areas of our sector. We have to emerge with several initiatives
in order to influence the policy processes, including the formulation stage of the policy
processes.
It is critical to understand how the political economy effect of trade unions in South Africa
can potentially influence the country’s development trajectory. There is an important
institution for engagement, National Economic Development and Labour Council
[NEDLAC] which was established in 1995 to provide an institutional forum for policy
negotiation between organised labour, organised business, government and civil society.
We do participate at this level through COSATU, however, there have been some concerns
of minimal participation from labour. This is an area which requires strengthening and we
should play a pivotal role in this regard.
Lack of policy expertise limits the value an organisation can add to the process. During
engagements, there is a danger that the dialogue may become ideological rather than
evidence-based due to such shortfalls in expertise. POPCRU’s internal capacity should
be built up by expanding its research capability and staffing it with the required experts.
The organisation can also forge partnerships with academics on specific research issues
and they can share their research with one another. Typical example in this regard is the
African Labour Research Network [ALRN], which is a leading think tank on labour issues.
There may be others which could be engaged for partnership in the field of research for
specific projects.
In coordination with the rest of progressive public sector unions, we need to underscore
working with the government to assist in driving the reconstruction and development of
our country. In this admiration, we can play a role despite disagreements on wages and
salaries as well as policy positions. The key in this regard is to understand the uniqueness
and dialectical connection between political responsibilities of all cadres of the movement
and workers’ interests.
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This however, does not mean that we must accept privatisation, outsourcing, or downscaling
or downsizing. In all these cases, we must have the capacity to generate workable policy
alternatives. We have to debate and come to an understanding of what it is equitable for
the state to be responsible for in terms of economic activity, provision of services and
growth generally. We have to be cadres in control for pressing forward the revolution and
its goals of reconstruction and development, guided by this philosophy. A key issue in this
regard is marketing the alternative vision we have to the wide-ranging society.
We further need to spend our energy in developing working class biased and orientated
policies and having them adopted as the broad policy positions of the Alliance to influence
the transformation of society. POPCRU must be active in serving to create an enabling
environment for development, growth and opportunity for all.

9.
(a)

Internationalism
What does Internationalism entail

POPCRU’s Central Executive Committee in November 2017 gave an exposition of what
Internationalism involves as follows:
“In the age of globalisation, trade unions and labour movements find themselves in
crisis and decline. From the post-war apogee of working class power, the last two
decades have witnessed a dramatic and far-reaching employer and state offensive
against trade unions with their widespread “ejection” from post-war governing tripartite
coalitions and renewed state repression in developing countries”.
Taking the above exposition further, the international working class is being pressed up
against the wall by a never-ending attack against the labour rights, the working hours, the
collective bargaining, the social security, the retirement ages and rights, the free public
education and health systems, the cheap and safe housing, etc. the CEC went further to
say explaining this reversal reveals many, often competing, perspectives in the literature,
but nearly all acknowledge the importance of capitalist globalisation, which through the
unprecedented mobility of global capital has enabled Transnational Corporations [TNCs]
to decimate national trade union power and government autonomy. Meanwhile, the
dominant trade union response to globalisation – ‘partnership’ with the employer in the
interests of national economic competitiveness – is only serving to legitimise, reinforce and
exacerbate the globalisation process and trade union decline.
In inspiring and boosting the working class about internationalism, the SACP said:
“Building solidarity with and between workers in the sub-continent, the continent as a
whole and globally. The unions must be central to building internationalism and giving
life to the realisation of an African Renaissance as a vision to liberate the continent from
ignorance, poverty, disease and war”.42
We find ourselves be surrounded by the forces of capitalism which are trying to have their
way in every possible way, at the same time, there is also unprecedented crisis in their
encampment. As a result, country after country is getting into crisis and deeper crisis.
Economies in numerous countries are facing difficulties.
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People in these countries are facing severe problems for their sustenance, existence and
livelihood. Human life is getting ruined. Basic needs are being denied and deprived.
On the other hand, the capitalists are busy in increasing their prosperity and profits.
We cannot deny that in every country there is some level of progress and development.
However, the misfortune and calamity is that the benefit of this growth and progress is not
reaching the common people and workers. It is blatantly unblemished that the benefits of
progress are monopolised and cornered by the capitalists. That is why people continue to
be poor. Henceforth, the need for international solidarity which forms part of trade union
internationalism.
With this great history and experience in our shoulders, we have to respond to the key
question of our times. What trade union movement we need in national and international
level to fight effectively for the interests of the working class against the monopolies, against
the multinationals, to win battles and to improve the living conditions of the workers and
the poor people. To pave a new course where the wealth will belong to those who produce
it. The old and still relevant slogan of ‘an injury to one is an injury to all’ must be a crossborder slogan. Of course, such a new mind-set can only take place in an atmosphere of
struggle. And it can only come from a militant, class-conscious leadership.

(b)

Promotion of labour relations within Southern African Development Community
[SADC]

From a solidarity point of view, we should see international team spirit as an obligation
to look beyond borders. As an international organisation, we have expanded our support
to those most in need in other countries through a project of promoting sound labour
relations within SADC. POPCRU has recognised that the attainment of social and political
rights for police employees is not only important in South Africa, but should be achieved
in the rest of Southern African. There are two reasons for this commitment to facilitating
the rights of police workers in the sub-region. In the first instance, POPCRU is committed
to democratisation of the Southern African region and maintains that civil and police
rights for police employees are on integral part of wider societal democratisation projects.
Secondly and perhaps somewhat more instrumentally, POPCRU is concerned that South
African police unions will be increasingly isolated if fellow police officers in the region do
not also have the right to associate freely or to collectively bargain.

(c)

International Affiliation

The CEC in November 2017 gave a broad background of our association with World
Federation of Trade Unions [WFTU] which started with our 2001 7th National Congress in
Mangaung. The congress resolved that we should engage with this international body to
ascertain its historic background, what it stands for, its political posture and relevance.
A POPCRU delegation accompanied the SACP to the congress of the Communist Party of
Greece [KKE] in December 2011 where-after we received formal invitation from the General
Secretary, George Mavrikos to visit WFTU to develop closer cooperation and undertake
common initiatives for the benefit of the working class. A POPCRU delegation visited WFTU
Head Office at Athens in Greece in January 2012.
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The issue of affiliation was discussed in detail with WFTU General Secretary during the
visit, who wanted to know the possibility of finalising the issue of affiliation by POPCRU
to WFTU. It was explained to the General Secretary that after discussion on that crucial
political aspect, POPCRU delegation saw the ideological importance of belonging to WFTU.
The 7th National Congress resolution pertaining to POPCRU’s position on this matter was
without doubt made clear to him. A report on the outcome of the Athens visit was presented
to the NEC in April 2012 and the following recommendations were endorsed:


POPCRU should affiliate to WFTU with effect from 01 May 2012;



The Congress resolution be presented to COSATU Central Executive Committee in
May 2012;



Engagements with other affiliates that are already within WFTU be concretised in
line with our Congress resolution; and



A draft resolution be crafted for further engagement during the 11th COSATU
Congress in September 2012.

We have been an affiliate of WFTU since then and then to date.

i.

International trade union movement politics

There should be an open space to debate and question what are, and what should
be, the politics of the international trade union movement. It must be recognised that
trade unionists face an unprecedented attack from financial markets, corporations and
governments, in the context of economic, ecological and political crisis. But there are
some causes for optimism and positivity – a new international agenda for strong industrial
organisation, evidence of increasing corporate vulnerability to well-organised and targeted
campaigns, and a new generation of activists emerging from unions and movements for
democracy and climate justice.
The conference must engage further on this subject.

10.
(a)

Unity and Cohesion
The essence of trade unionism and the imperative of unity

In appreciating the importance of unity to the very survival of trade unions as well as
the attainment of their primary objective of protecting the interests of their members, it
is necessary to ask the question; why trade unions. In other words, what is the essence
of trade unionism? It is perhaps necessary to acknowledge from the onset the distinction
that is made in literature between trade union and trade unionism. While a trade union
is the organisation structure devised to bring together workers in paid employment, trade
unionism refers to the principles and underlying philosophy that guide the conduct and
activities of unions and unionists. It is not out of place to expect union members and their
leaders to be guided by these principles and philosophy. This is because without imbibing
them, achieving the objectives of the union may be difficult.
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(b)

Prospects for unity within the trade union movement

Without any fear of contradiction, it can be said that the prospects for trade union unity
have always been there and would ever remain. As indicated under class struggle above,
all that is required is the willingness of union members to realize the full potentialities of
the working class not just as a class in itself but more importantly, as a class for itself.
The very circumstances that necessitated the coming together of workers in trade unions
during the early stages of the factory system are still very much present in these times.
The need for unity within the trade union movement has been made more compelling by
unfolding developments within the world economy. What is referred to as globalisation
has been identified as a major threat to workers, their organisations and other vulnerable
groups in society. The emergence of a unipolar world economic order in which the might of
capital has been strengthened tremendously, constitutes a major threat to the well-being
of workers and other vulnerable groups in society. Unfortunately this is fast becoming the
dominant category across industries and has implications for unity and solidarity among
workers. How to overcome this should reflect in the strategy adopted to achieve unity. The
unassailable point is that a trade union movement in disarray cannot confront the reality
presented by developments thrown up by world capitalism.
In dealing with the issue of unity and cohesion, our 8th National Congress reasoned
that the historic lessons since inception on the organisational renewal and reshape of
POPCRU. We note that POPCRU continues to survive because of its unity, which formed
part of its founding principles. The organisation has seen many a storm and internal
political wrangles because of this fundamental principle and that out of this exposition; it
was without doubt that UNITY was the fundamental backdrop for the class trade union
movement.
It is thus of crucial importance that against the background of all what we are talking
about, the working class unity should be unconditionally central. We must consciously
cherish and deepen the unity of the leadership at all levels, its broad membership, its
ideological perspectives and programme during this period and beyond. Fundamental in
achieving this is the unity of the trade union movement itself. It is important that we
defeat opportunism and narrow-minded tendencies within our movement, and ensure
that we develop and reinforce. POPCRU’s unity is a critical factor in the broader working
class unity.
The 2015 8th National Congress further stated that an essential prerequisite for the success
of the workers struggles is to promote and construct the unity of the class regardless
of religious, racial, gender, linguistic differences. The working-class in every sector and
every country, regardless of which union centre the trade union belongs to, has the same
interests against the capital and against exploitation. It should be our task is to unite
workers under the banner of our common goals as clearly alluded to in the Preamble
of our Constitution. The working class, when united on a class-basis can bring to their
side the poor farmers, the self-employed, small tradesmen and have allies in the conflict
against the monopolies and big capital. They can construct their own alliances.
Key to this characteristic is the necessity to bear in mind at all times that the opponents
and enemies of the workers are also trying to unite forces under their own goal, their own
umbrella. Issues of “UNITY” should always be scrutinised closely because each class does
want allies and concentration of forces on their side in class struggle. The controversy
remains at all levels and with all problems. For example the Palestinian problem, the
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Palestinian people want unity and allies to achieve their goals of independence of their
country from occupation, while Israel and USA want allies to achieve their own imperialist
aims. In Cuba the General Cuban Workers Confederation [CTC] seeks to rally all trade
unions in Latin America for the defence of the Cuban Revolution, whereas the International
Trade Union Confederation [ITUC] is trying to buy and rally forces for its own objectives,
against the Cuban Revolution. Therefore, the question “who to unite with and for what
purpose” is always important.
It can be stated that for the working class to attain its noble objectives, there should be
unity as a class. The working class unity which is unity amongst all parts of the same
class is the precondition to attain every struggle. It does not really matter from what
level of academic education the working class operates from. If there is no unity, they
stand to disintegrate on every step of their great effort – be it the poor peasantry, the
progressive intellectuals and or the new generation. Now, the unity that is supposed to
be practiced by POPCRU, as the class movement ought to have class features. This will
enable the movement to unify the class and its allies in the struggle against capitalism and
imperialism. This must be the unity which is not occasional or for one day of convenience
but unity that can and will support the struggle of the workers for their direct and longterm problems, Unity for the present and the future.
Two lines exist and clash around unity inside trade unions as in all basic fronts. On one side
there is class current and on the other side there is reformist current. Both currents talk
and may even be writing a lot about unity. It may indeed be true that both sides want unity.
Their essential difference exists as to what kind of unity or for what purpose or intentions.
The class current wants unity to strengthen the fight of the proletariat against monopolies,
against multinationals and their political representatives. This will be with the aim to
accumulate the qualitative and quantitative class forces that will clash with imperialism,
will connect the fight and struggles of the workers for elimination of exploitation of human
being by human being. For example, the class current in Latin America promotes unity
amongst all popular classes so as to defend the Cuban Revolution, to defend Venezuela
and Bolivia and their struggle efforts. On the contrary, the reformist current wants to join
the workers to fight for modernisation and support for capitalist system and unify working
class and its allies in the line of class cooperation and compromise with imperialists
and system administrators. For this reason, their unity is in essence summit movements
and is tactics of expediency. For example, the reformist current at the same continent
[Latin America], promotes its unity around its main objectives which are the subversion
of the Cuban Revolution, subversion of Hugo Chavez and Evo Morales and through these
subversions to succeed the victory of imperialism. This kind of unity promoted by the
reformist current is dangerous for the workers’ interests and the trade union movements.
The class current must always put class analogy on the issue of unity – with whom and
for what purpose.
According to an article published in Inqaba Ya Basebenzi, workers seek the unity of the
trade union movement in order to extend and build this power and to test it in action.
Progress towards trade union unity is a vital element in the morale and readiness to
struggle of the entire working class – of the organised and unorganised workers, as well
as the youth, the women at home, and the people working on the land. In turn, it affects
the middle layers of society, who can be won to the side of the working class when the
workers’ movement demonstrates its power and vitality in action. In standing for the unity
of the trade unions in one national federation, we must urge upon all union leaders the
utmost flexibility and readiness to compromise on secondary organisational issues, while
standing firm on the need for:43
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Democratic workers’ control of every union;



Opposition in principle to racial division of the working-class movement; and



The freedom of different political tendencies in the working-class movement to put
their point of view before the workers, subject to the discipline in action of abiding by
majority decisions democratically made.

When unity is threatened, we must face the problem and deal with it, “with sober senses”
indeed, but also with deliberate speed. POPCRU has always stood for “Justice For All”
since 1989 and through this slogan has shaped the South African labour relations system
within the criminal justice environment. It has been POPCRU’s organisational discipline,
and not necessarily the law, that has prevented self-destructive splitting and poaching
from destroying our trade union movement within the security sector. We have survived
the splits of Cousa’s, Sacjawu’s, Sacoswu’s of this world. Trade unions and other mass
democratic organisations have to rely on their own to stay together, based on the belief
that an injury to one is an injury to all, and that if we cannot stay organised and together,
we will starve.
On the basis of a well-established POPCRU, powerful, united, as a trade union movement,
it will stand a better position to persuasively and influentially take up membership, political
and community issues beyond the shop floor.

11.

Building Organisational Capacity

POPCRU remains the organisation that takes into consideration workers interests above
all else. Hence it holds events to stay true to its mandate of setting rules and guidelines
which dictate the manner in which the organisation work, conduct itself and make use of
available resources in its control. Resources which are meant to make it easier to service
the men and women who put their trust in POPCRU. Discussions of within these events
and programmes as well as the founding policies within the organisation must have real
impact that should lead into the complete transformation of the departments that POPCRU
organises in.
a.

Training and development

Capacity can be enhanced through continuous training and development utilising internal
avenues such as Political Schools, Mass Education Programmes, etc. and external
avenues such as higher institutions of learning where possible. Political Education on its
own contributes to the maturity of any leader and helps strengthen the ordinary cadre’s
political commitments. We all need to look at what is happening around us sharply and
ponder about our own status in the context of our political life-lines. Many challenges we
are grappling with today did not happen overnight, nor did they get manufactured outside
our organisations. It is only when we are able to distinguish true cadre-ship from the
bogus unionists who seek only the lime-light and glory that we can say we are seasoned
labour activists. Political schools are something that trade union movements should focus
on in order to raise the level of consciousness among their members and leadership.
POPCRU has always been proud of itself with regard to organisational structures and
discipline. The decision to hold a political school arose from the realisation that an
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organisation cannot keep on priding itself with that while not cultivating it. The truth
is that every system and even education needs maintenance; we cannot expect that the
wheel will keep moving if we do not take some time to stop and inspect it. That is exactly
what the organisation is doing, investing in what has already been built as it ensures that
it offers to its members leaders and politicians who are conscious of their responsibilities
and duties.
The first democratic President of the Republic, Nelson Mandela once alluded that:
“Education is the engine to personal development. It is through education that the
daughter of a peasant can become a doctor, that the son of a mine worker can become
the president of a great nation. It is what we have, not what we are given, that
separates one person from another”.
The former President’s inputs are still valid to date and it is for this reason POPCRU found
it fundamental to host its 2nd National Political School in 2013 and the 3rd one in 2016
with themes that rightfully stated that this organisation seeks to achieve deeper political
knowledge among its cadres that will allow for effective leadership to flourish.

b.

Improved Communication

The organisation should adopt the latest mode of communication, e.g. short message
services, email and further explore the possibility of communicating via properly regulated
social networks. POPCRU has currently revamped its website to continuously be updated
to keep the members informed on any latest developments within the sectors.

c.

Accountability

POPCRU as a well-functioning organisation ensures that candidates commit to the
organisation platform once they are elected to office. What has been brought home to each
of us with renewed clarity is the fact that the union forces the deployed to account, that
good cadre, accountable cadre is of paramount significance. We can see the consequences
all too clearly in the world that bad governance and leaders unanswerable to their people
are at the core of failed states and catastrophic conditions.
Integrity and trust form the link between leaders and those that they represent. The
obligation and the willingness to accept responsibility, to account for one’s actions, and
to be answerable to the people, to one’s followers and to the rules by which they consent
to abide and be governed creates membership that will account. POPCRU does not believe
that democracy can flourish, that economies can grow and that human rights and dignity
can be maintained without the citizens having confidence in the integrity of their police.

d.

Handling of cases

The union Case Coordinators and Paralegals embrace a culture of professionalism. Although
there is a need for improvement in handling of grievances and case management including
feedback to members through the soon to be introduced electronic case management
system, this far the organisation has done very well as the members are involved and
updated in very stage of the case.
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e.

Consultation

We should constantly participate in the decision making processes within the sectors
where we organise.

f.

Maintaining of community relations as stipulated by the constitution

Community relations serve as the building blocks to fighting and rooting crime in the
Country. Over the years create emphasis has been placed on the importance of community
mobilisation in crime fighting strategies. The Organisation’s constitution makes provision
to strengthen community relations. This provision must be strengthened through the
following:


Active participation in community structures by reclaiming CPF’s and ensuring that
they are better resourced to weave the fight against crime;



Champion the establishment of Street Committees;



Establishing service delivery desks within the sectors in ensuring that service is
rendered as expected to the community, this will further contribute to the adherence
to Batho Pele Principles;



Shop stewards should participate in service delivery campaigns by serving as
ambassadors of service delivery; and



The organisation must continue to align itself with the cultural diversity of the
communities that we serve.

How do we ensure that POPCRU enhances its capacity to serve its members whilst
contributing to the transformation of the sectors where it operates?


We need to invest continuous training of all elected Shop Stewards within in paralegals
skills to service members so that they become competent in understanding issues in
their respective sectors.



There should be consideration of releasing the local office bearers [LOB’s] on a full
time basis to effectively deal with the problems on the ground.



The organisation must step up its recruitment and political education drives.



Design and implementation of radical programmes of action for engagement of the
membership through meetings, Campaigns and educational platforms.



Visibility, credibility and involvement on all developments in our communities and
creating active sub-committees in the institutions.



The organisational recruitment and retention strategies should be strengthened.



POPCRU must champion service delivery in our communities and work within schools,
local government and strengthening our presence.
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We must get involved in the community activities and improve our relationship with
community members.



We need to participate in Ward Committees and policing forums.



There is a need to capacitate the local leadership continuously.

12.

Measures to Safeguard Organisational Core Values

Making reference from what is sketched out in detail under point 6 above on the issue
of unity and cohesion, it is important that POPCRU’s core values, organisational culture
and its character should be preserved at all times. The 2017 CEC made reference to other
organisations which are facing serious challenges of disunity, some because of issues
of succession conflicts. Typical example is our greatest movement, the African National
Congress. In the ANC, a new tendency has sneaked into the ranks of the organisation
whereby documents that critically scrutinise the correct quality of leadership, like “Through
the eye of the needle” are put aside and substituted by discernments, suppositions and
personal interests.
Today leadership succession is divisive and threatens the unity and cohesion of the
organisation. People who have self-interests do all that is in their power to get to where
they want even if it means dividing the organisation and hurting fellow comrades in the
process. Issues of leadership are discussed in dark corners including pubs and brought
to constitutional structures just for rubberstamping. Factionalism in organisations
during congress times has become so stylish and in the process, members are character
assassinated in those factions. Comrades are often given brands that will disrepute them
as leaders by those who trail an agenda of self-enrichment and power mongery. After
congresses, those who emerged victorious begin to suppress those who did not elect them
or held contrary views and those who did not emerge become disgruntled and often conspire
against those in leadership, this then leaves the organisation divided and in ruins.44
The CEC further alluded to the fact that in POPCRU, we experienced some form of disunity
within various levels of our structures for many years. There were divisive tendencies
which drew on POPCRU’s history and symbolism and like a parasite, used its membership,
and its well-established democratic structures and processes for its own end. This was
driven by both members and leaders at various levels, increasingly leaving no voice in our
ranks that was able to provide guidance. We had to deal with this impasse in a way that it
drives the organisation progressively towards it founding principles of unifying members
within our scope of operation. The leadership had steered this ship and navigated through
troubled waters to deliver the union relatively intact to where it is today. It is more vital
than ever to subject our organisational past and present conduct to an unsparing critique
so as to draw the necessary lessons. To do so openly is an assertion of justified confidence
in the future of POPCRU and its inherent moral authority.
We do not have to allow ourselves to be subdued simply because an exposure of failures
will inevitably provide ammunition to our detractors. Our silence, will in any case, present
them with even more powerful ammunition. Clearly, there are no traditional leaders within
our organisation who are self-appointed but rather leadership which is constitutionally
elected among its membership within the ambit if its constitution and policy provisions.
44 P
 OPCRU CEC Book 1., [2017]: POPCRU Central Executive Committee: “Organisational report”. p46.
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The logical questions that then come to mind when dealing with this feature are whether
we act in a unifying manner during such times and are we guarding the organisation’s
democratic principles? How is the process of leadership succession handled in POPCRU
today? Does the organisation still emerge as a united cohesive force after its congresses at
various levels?
To make an emphasis in this regard, the CEC quoted what Joe Slovo when he agreed with
the insight of self-critique and argued in his document: “Has Socialism failed”, he said:
“When things go badly wrong [whether it be in a movement or a country] it is inevitable
that some who have ulterior motives jump on to the bandwagon. When the gap develops
between the leadership and the led, it always provides openings for real enemies.
But to deal with the gap in terms only of the enemy conspiracies is an ancient and
discredited device. Equally, to fail to tackle mistakes or crimes because their exposure
will give comfort to our adversaries is both short-sighted and counter-productive”.
The process unfold after viewing current prevailing challenges and material conditions
that the membership of our organisation elect a leadership collective which is relevant
in addressing organisational objectives and ambitions. Our election process in the
organisation is conducted in a manner that does not threaten its unity and cohesion. It is
POPCRU’s policy position that its leadership is openly discussed within the structures and
direction is organisationally determined.
In all levels of our structures, it must not be allowed for anybody to entrench and ingrain
themselves in any action that will threaten and intimidate the unity and cohesion of our
beloved organisation. We should guard against such tendencies that have the potential
to become persistent and widespread that they in fact represent a shadow culture or
parallel culture, which co-exist alongside POPCRU’s own organisational culture. In so
doing, we will be embracing a vigorous position reaffirming and further strengthening
our organisation’s tradition of open, democratic and comradely engagement within our
structures, criticism and self-criticism, thus focusing on the improvement of the efficacy
of our movement as a servant of its membership.

13.

The role of POPCRU veterans

13.1.

Who are the veterans in POPCRU?

POPCRU is an old trade union movement of almost three decades endowed with
knowledgeable members who have led the organisation in different and difficult times
during its development. These will be regarded as the veterans of POPCRU and must abide
by the POPCRU Constitution, its policies and procedures at all times. Their qualification to
remain and be regarded as veterans within the organisation, shall be dependent on their
conduct, the role they play and positive participation, as organisationally directed from
time to time.
The organisation should not be deprived of the reservoir of wisdom we sorely need to keep
our movement focused on its primary mission of serving its membership and pushing
for transformation within the departments. The conduct of veterans should itself inspire
confidence among the rank-and-file of POPCRU. These should be tried and tested cadres
who are beyond reproach. There is a need to make strategic utilisation of these veterans to
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reproduce and safeguard POPCRU’s history, traditions, culture and values. Mechanisms
should be developed on criteria to qualify to be regarded as a veteran and how to utilise
them.

14.

Naming of Organisational Buildings after the Fallen Heroes/Heroines

Throughout history people are always told that they need to know where they come from
and where they are going, as much as this applies for individual people it is very much
relevant to an organisation. An organisation that does not know its history and culture is
a dead organisation. Knowledge however, can only benefit the organisation if the relevant
information is utilised appropriately. Organisations are not individuals but they are
sustained by entities. POPCRU takes pride in its heroism and heroines by commemorating
them as they bravely fought for the organisation’s recognition and transformation within
the Criminal Justice cluster, therefore profoundly playing a role in the liberation of South
Africa.
Since we are proud of these heroes and heroines, we follow their footsteps. The history of
patriotic founding leadership of this organisation has been written by blood and nobody
can erase it from the record of POPCRU history. These patriots invited us by sending us
cards that were written by their blood. POPCRU has embarked in the process of acquiring
its own buildings for its operations, and is so doing have found a need to commemorate
and recognise the fallen heroes/ heroines nationally.
Are these heroes and heroines only political leaders or all members who have paid necessary
sacrifices for the organisation to be where is it today. Heroism in the context of POPCRU
is to sacrifice ones energy, knowledge, economic resources, and even life whenever it is
necessary for the betterment of the lives of individuals within the Justice Cluster as well
as the entire South Africa. Heroic POPCRU individuals have never hesitated to serve their
people at whatever cost even if it requires giving life by defying suffering. Such politically
conscious individuals who clearly understood mandate are honoured, the organisation
takes pride in their bravery and deeds. Not celebrating such devoted members within
this glorious movement will tantamount to walking on their blood and trashing the
organisation’s objectives.
The organisation is currently owning four nameless buildings nationally [one is the National
Office, Limpopo, Eastern Cape, Western Cape as well as North West]. The ultimate aim is
that all the organisational offices must be owned by POPCRU and want to commemorate
the fallen heroes/heroines by immortalising them with these buildings named after them.
To thank them for their sacrifices, commitment, and hard work to make the name of
POPCRU what it has appeared to the global stage.


So what is heroism in the context of the organisation?



Who were and are our patriots who deserve our recognition and commemoration?

More engagements should be enhanced by the conference.
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15.

Strategic Positioning of POPCRU

In dealing with the structure of any organisation within the ambit of organisational design,
a position should be derived from its strategy. In political terms, an organisational structure
should mirror its strategy and procedures or political direction as well as the values and
principles of that party or movement. Structures are not an end in themselves but a
means to an end. They cannot be immovable but should be flexible and responsive enough
to react to changes in conditions as well as the shifts in organisational strategy. In view of
this, the experiment for a sound structure is whether it enables or obstructs the execution
of organisational direction during each phase of its development. Strategic planning has
been explained by various writers and scholars in different but complementary ways.
From POPCRU’s perspective, we should comprehensively deal with and put in place new
organisational and strategic capabilities that will take the movement forward to the future
generation. We have to deal with the fundamental role of building the necessary capacity
and capability required to carry the organisation at any given stage. Under organisational
discipline, we dealt with mechanisms to safeguard the organisation from corrosive
tendencies and dangers of incumbency that could threaten to change POPCRU’s character
and its values. We also have to address the question of rejuvenation of POPCRU’s systems
and processes so as to improve the future oriented capabilities of our movement. As an
organisation operating during modern times, POPCRU should always take advantage of
progress in technology to keep pace with the time. It is in this regard that renewal of our
organisational management and organisational communication is vigorous. We need to
harness ICT and new knowledge to jack up our administration and membership systems.
POPCRU cannot lead a membership as big as what it has if it still depends on old-fashioned
and obsolete systems and techniques.

a.

POPCRU’s strategic Planning

Strategic planning is a backbone support to strategic management and it is a major
process in the conduct of strategic management. Ongonge Julian contends that strategic
planning is management by plans, an analytical process and it focuses on making optimal
strategic decisions.45 He conceptualises strategic planning as the process of seeking a better
match between a firm’s product or technology and its increasingly turbulent markets.
The importance of strategic planning can be explained from four points of view including
environmental scanning, strategy formulation, and linking goals to budgets and strategic
planning as a process. The strategy planning process begins with the setting organisational
goals. The linkage between strategic planning and organisational performance needs
analysis to get a better understanding on how strategic planning is applied in practice
and to improve performance. For strategic planning to be effective and useful, there must
be commitment and involvement across all levels of the organisation, overcome inherent
problems such as: rivalry among departments, projects, resistance to change, resource
requirement, resources allocation and so on. The strategy initiatives and directions set
up by firm management in the form of mission and vision statements and targets for cost
saving, debt/ equity ratios embodied.

45 J
 ulian Ongonge. [2013]., “Relationship Between Strategic Planning And Organization’s Performance In Non-Governmental Organisations [NGOs]: A Case of Actionaid, Kenya”.
A Research Project Submitted in Partial Fulfilment of the Requirements for the Award of the Degree of Master of Business Administration, School of Business, University of
Nairobi. p2.
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Many leaders spend most of their time ‘fighting fires’ in the workplace. Their time is spent
realising and reacting to problems. It can be very difficult for these leaders to stand back
and take a hard look at what should be accomplished and how such accomplishment
should be approached. We are too busy doing what we think is making progress. However,
one of the major differences between new and experienced leaders is the skill to see the
broad perspective, to take the long view on what should be done and how to go about
in doing it. One of the best ways to develop this skill is through ongoing experience in
strategic planning. Alan Lakein, the popular author on time management once stated that,
“Failing to plan is planning to fail”, is a reminder that many of the day-to-day operational
struggles we face in organisational life had their seeds sown in the past, when we failed
to think ahead. The future cannot be predicted. No leader or manager has a crystal ball
in his or her brief case. Every day has its own “we couldn’t see it coming”. Nevertheless,
many severe day-to-day operating problems have, as their origin, a failure from months or
years earlier- a failure in strategic planning. Simply, absence of strategic planning, or poor
strategic plans, usually lead to tactical “days you’d rather forget” of operating nightmares,
some of which can last months.The strategic plan is the master of other plans. It guides on
how to achieve a specific organisation’s goal. What determine the importance of strategic
planning is the small number and the long term, organisation-wide impact of the decisions
in the strategic plan. The corporate strategic planning sits above and informs all other
plans in the organisation.
Strategic planning has been embraced by business enterprises, the public and private
sectors as an essential avenue that can be utilised to lead effective organisational
performance. Strategic planning is the first phase in strategic management process and
sets the basis for the other phases [Strategy implementation, evaluation and control]. The
system provides the framework for formulating and implementing strategies. However,
it is argued that for strategic planning to translate into results, a facilitative internal
environment and culture must be present. It should be noted that environment is
constantly changing, and so it makes it imperative for organisations to continuously adapt
their activities in order to succeed. Strategic planning introduces changes that sometimes
encounter organisational resistance. Within this exposition, for POPCRU needs strategies
to focus on its membership and to deal with the emerging challenges so as to survive in
this very dynamic environment.
b.

Leadership and strategy

Strategic thinking requires commitments to concentrate the use of resources and to focus
on priorities in their use. In recent years, the attention of leadership scholars has shifted
to top executives who are in a position to exert a strong influence on the strategy and
performance of organisations. Planning as a leadership function thus becomes essential to
POPCRU, as an organisation and we should regard it as the secret ingredient in organisational
success. This is as important to POPCRU delivering services to its membership as it is to
large profit making enterprises. Strong leadership is the cornerstone of all organisations
that are able to achieve and maintain long term success. Katleen Drangler submits that as
business dynamics become more complex in response to mergers and acquisitions, work
force shortages, rapid technology changes and increased foreign competition, only those
organisations with great leadership will be able to successfully compete. Few organisations
are prepared for the challenge.46 So, we should not be like the few organisations are not
prepared for the challenge.
46 D
 rengler K.A. [2001]., “The Design And Implementation of A Leadership Development Program for Greenheck Fan Corporation”. A Research Paper Submitted in Partial Fulfillment
of the Requirements for the Master of Science Degree in Training and Development - The Graduate College University of Wisconsin-Stout. p6.
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The question that needs to be answered is what is the perceived role of strategic leadership
in strategy implementation in organisations? The question is answered by Jooste and
Fourie, in their paper that strategic leaders have a role to play in each of the strategic
leadership actions.47 Strategic leadership is the leader’s ability to anticipate, envision
and maintain flexibility and empower others to create strategic change as necessary. In
turn, each of these strategic leadership actions positively contributes to effective strategy
implementation. POPCRU’s leadership should therefore organisationally play a vital role
in in determining the strategic direction of the organisation. Above all, strategic leaders
have an important role to play to facilitate and lead the organisation towards successful
strategy implementation. For this reason, POPCRU’s leadership actions have to positively
contribute to effective strategy implementation. Implementing our organisational strategy,
we will always require a team effort headed by the leadership at its entirety. Each individual
involved in change management has their responsibilities, and it is important for the
entire organisation to understand the role of leadership in strategic implementation to
make delegating responsibility more effective.
Out of above exposition, the strategic planning should define a vision of where POPCRU
wants to be in the future and we then use that vision to guide our daily decision making.
Such a process should integrate decision making and the POPCRU’s actions with the aid
of a strategic plan. Our strategic plan should be in a position to function as a compass
pointing toward membership needs and draws human energy and capital together to
achieve our mission. A step by step process is necessary to engage in strategic planning.
This process includes:


Situation analysis/research;



Goal setting;



Program planning;



Implementation; and



Evaluation.

Each step is essential to the success of an organisation involved in the process of strategic
planning. The suggested components are inherent within traditional strategic planning
processes. William Taft suggests necessary components of the strategic plan include:48


Assumptions forming the basis of the plan;



Identification of internal strengths and weaknesses;



Identification of external opportunities and threats;



A mission statement;



Goals;



Strategies; and



A list of priority program to implement the strategies.

47 J
 ooste C. & Fourie B. “The role of Strategic leadership in Efective Strategy Implementation: Perceptions of South African strategic leaders”.
48 T
 aft S.W. [1991]., “Strategic Planning In The Arts: A Professional Problem”. A Dissertation In Fine Arts Submitted to the Graduate Faculty of Texas Tech University in Partial
Fulfilment of the Requirements for the Degree of Doctor of Philosophy. p26.
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c.

2015 – 2019 Strategic Plan

We have developed a number of Strategic plans for the organisation. The previous one was
done during the beginning of 2015. This involved setting goals, determining actions to
achieve the goals, and mobilising resources to execute the actions. The strategy described
how the ends [goals] would be achieved by the means [resources]. The strategic planning
provided inputs for strategic thinking, which guided the actual strategy formation. The
end result was the organisation’s strategy, including a diagnosis of the environment and
competitive situation, a guiding document on what the organisation intends to accomplish,
and key initiatives or action plans for achieving/reaching the goal. The National Office
Bearers used the three days to answer the following questions:


What is the organisation’s vision and mission?



What is POPCRU’s Value Chain for Growth and Sustainability: This looks at POPCRU’s
core business offerings [products] to its members.



What are the sectors within which [geographic scope] POPCRU operates?



What differentiates the organisation from its competitors in the eyes of members and
other stakeholders? Specific emphasis on a SWOT Analysis for POPCRU



Which skills and resources should be deployed and developed within the organisation?

There were also other factors that necessitated the development and review of POPCRU’s
Strategic Plan which were tabulated as follows:


The South African political landscape continues to experience changes and appears
unpredictable.



We have witnessed a launching of a worker’s party by a labour federation, a move
that saw a direct introduction of a labour federation into the political environment.



COSATU also rid itself of one of its big member organisations; creating a possible
competitor.



The unexpected introduction of AMCU into the organised labour movement
environment brought about uncertainty for both business and labour movements.



The introduction of Investors, in particular the Introduction of the China – Africa
Reporting Grant, will impact greatly to the South African Labour Relations environment,
amongst others.



The blurring lines in the roles of political parties and organised labour movement
argues for a need for all concerned to review their positions. POPCRU, ordinarily,
realised the need to review/ revisit its strategy and position within this changing
landscape [Point 4 above has comprehensively dealt with and removed the so-called
blurring lines].
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Part of the strategic approach of the session was to list what was to be expected and
to be addressed. The listed expectations guided and informed the possible way forward.
The expectations were used as a checklist to cover everything. The following were the
expectations, amongst others:


Develop Strategic Plan: A four [04] year Strategic plan was developed aligning it to
the NOBs term of office. The expectation was that at the end of the term, the rate of
success in achieving the previous strategic plan should be assessed and subsequently
develop a new plan going forward.



Reposition [4yrs] POPCRU: The environment within which POPCRU operates
changed greatly in the previous one or two years. A number of changes. Those
changes necessitated a review and repositioning of POPCRU to ensure organisational
sustenance. A plan needed to be developed to deal with the changing environment.



Vision [Where are we taking POPCRU?]: A POPCRU Vision was developed which
said: “To be a financially self-sustaining, 3rd largest organised workers union within
COSATU operating within the Criminal Justice Sector”.



Strengthen POPCRU: The behaviours that gave our competition a strategic competitive
edge above us were truthfully assessed and a plan developed to outsmart competition
or even copy its tactics, if necessary.



Threats: We have witnessed events around what transpired to NUM in the platinumbelt with great concern. We had a thorough review of our environment specifically
identifying threats to our existence and developed a strategic intervention to address
them.



Sustenance: We would like POPCRU to be financially self-sustaining. The strategic
plan that will be developed needs to address issues of self-sustenance.



Organisational Operational Structure: POPCRU’s Organisational Structure was
systematically reviewed. The resource allocation was done in support of the Key
Action Plans and Strategic Operational Objectives. The resources were allocated inline with skills and competencies required to successfully support POPCRU Vision.



Communicating the Strategy: It was important that we also look at our
communications strategy, especially, communicating strategy to the structures and
our staff members. Communications [absence thereof or inadequate] came out more
than often, an area of concern for the NOBs. It is always helpful for the operational
team to hear the stakeholder/ principal speak into their services. The statements
made by the stakeholder normally give a clear picture of where and how they perceive
the organisation. It also gives one an idea of their desired goals and Key intentions
about the organisation. The operational team can then develop a strategic operational
communications plan in support of their stakeholder intents.

The work done above set the tone for a response from the participants in a form of Strategic
Action Plan. The team acknowledged that a number of issues were to be addressed at an
Operational Level and hence the continuation of the session with the Heads of Departments,
Unit Heads and Provincial Managers. The National Office Bearers are Accountable for
the Key Performance Areas. Better part of the strategy was implemented though with
remarkable shortcomings. The strategy ended this year and we have since developed a
one, as we outline below.
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d.

2019 – 2023 Strategic Plan

This new strategy, which is derived from five strategic planning sessions with POPCRU
strategic planning teams comprised of the Heads of Department [HODs], one planning
sessions with National Office Bearers [NOBs] and two four-day strategic planning workshops
participated by both HODs and NOBS. The Strategic Plan 2019 – 2023 consists of ten
sessions as shown in the table of contents. In its last 30 years of eventful and fruitful
existence, POPCRU has achieved a number of significant milestones as stated in the first
session: “Organisational Description”. However, as a progressive and transformative trade
union, POPCRU does not rest on its past achievements. Instead, it is trying to move forward
from strength to strength and set to achieve a number of goals during the next four-year
strategic term. This strategic plan describes and details the goals and objectives POPCRU
set for its next four-year strategic term, and how it plans to implement and achieve them
during that term. In this strategic plan, it will be found that all strategic objectives as well
as plans are interlocking and complementary to each another. It is in fact what a wellthought-out strategic plan is meant to be. This plan serves as POPCRU Strategic Plan for
the next four-year-term between 2019 and 2023.

e.

POPCRU’s National Head Office

National Head Office of POPCRU is the administrative nerve centre that houses the
organisation’s national infrastructure. In the absence of the required infrastructure, it
will be difficult or almost impossible to fulfil its primary function. National Head Office
coordinates, communicates and monitors the implementation of national conference
decisions and the overall programmes of the organisation. To ensure that headquarters
carries out these tasks more effectively, it needs to be properly organised and adequately
resourced. There were some interventions which emerged through the strategic session
and touched on the following areas:


Strengthening the capacity in the Secretariat to carry out overall coordination and
organisational management of the entire movement. The capacity was required to
enable the General Secretary’s office to be the nerve centre of National Head Office
to ensure that the organisational machinery is jacked up. The constitution was
subsequently amended to accommodate this aspect, hence we have the General
Secretary and two deputies. The office is responsible for the political management
of the movement’s programme and functioning of all structures of the organisation.
Both programme and structures should be based on POPCRU’s strategic priorities
determined by various constitutional structures. The political management of
POPCRU’s programme thus, includes coordination and integration of work in the
different pillars. More specifically, the office should ensure that POPCRU upholds
vigorous contact with its membership and relevant external bodies. The political
management of structures not only refers to POPCRU’s constitutional structures, but
also the broader Alliance components.



Put in place a mechanism for Monitoring and Evaluation. This is an area which still
requires to be developed and enhanced.

National Head Office should effectively utilise various departments or units focusing
improving efficiency in numerous fields. We should ensure that those manning the various
positions have the necessary strategic capacity that will enhance POPCRU’s ability to give
leadership in all the areas, like the following:
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Collective Bargaining: This component deals with the bread and butter issues and
must be well capacitated at all times and throughout the provinces.



Importance of organisation: we need to strengthen our ability in this area dealing
with the recruitment and retention, mass mobilisation as it relates to membership
growth bolstering organising and campaigns. We have to analyse what factors
contribute to the success of organising campaigns and to advise on the development
of strategies. In addition, we have to assess whether we have the right calibre and
crop of cadres ready to deliver on organisational mandate in this area.



Take lead in transformation: The core processes of Organisational Renewal should
deal with consolidation of POPCRU’s organisational architecture, policy formulation,
monitoring and evaluation, relentless communication, constant engagement with the
centres of power, flawless engagement with relevant stakeholders.



Political Education: As we have started already in 2010 to introduce political
consciousness in a formalised manner, we must be active in the continuous political
education, conscientising, confidence building, training and skilling of POPCRU
leaders and members in the knacks and traditions of trade unionism, the Congress
movement and the revolution. Should we show signs of slacking or failure to ensure
political education within our organisation, it will be as good as committing political
suicide. There needs to be a rigorous analysis of the trends in our ranks, the growth
of reactionary and apolitical trade unionism. In the process, we have to contribute in
ensuring that the weaknesses in COSATU are corrected so that such tendencies are
diminished or curtailed.

f.

Organisational shortcomings

For the organisation to be successful in what it has to do when dealing with its broader
renewal, it has to identify its shortcomings or deficiencies and develop mechanisms and
possible interventions to address them. Let the conference spend time in dealing with
aspect at a deeper scale.

A POPCRU Member Must Remain Our Priority!!!!!!
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