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Introduction
 Globally there has been a push back against outdated 

models of dispute resolution and a strong pull towards 

collaborative partnerships which promote economic 

growth and democracy.

 In South Africa there was a time when labour disputes 

had no other platform but the Industrial court to be 

resolved in – which was not only costly but ineffective, 

with only 20% of disputes being settled.

 The Labour Relations Act 66 of 1995 established the 

Commission for Conciliation Mediation and Arbitration 

(CCMA), which replaced the Industrial Court. This created 

the shift from the adversarial model of relations to a 

dispute resolution model based on promoting greater 

co-operation and industrial peace. 



Introduction
 The LRA regulates the employment relationship and aims 

to promote economic development, social justice, labour 

peace and democracy in the workplace.

 The Act significantly levelled the playing field in terms of 

the power that it accorded to both the employer and 

employee parties. 

 Bodies such as the CCMA has enjoyed great successes 

since the dawn of democracy in South Africa, boasting a 

national settlement rate of 70%.



Introduction
 The paradigm shift resulted in a more co-operative model 

based on collective bargaining, greater participation, 

organisational rights, effective resolution of conflict and 

higher levels of co-operation resulting in greater flexibility 

and improved productivity outcomes 

 But Where to from here??????



Where to???
 While the LRA provided a significant framework in a post-

apartheid climate to ensure democracy and fairness in the 

workplace, recent developments in the labour 

environment in South Africa and abroad, have 

necessitated a paradigm shift to improve on the advances 

made over the years.  

 We now need to ask: “What will the next paradigm shift 

for labour relations in South Africa look like?” 



The future

 We strongly believe the method of Labour-Management 

Collaborative Partnerships is the ‘next big thing’ as an 

innovative, universal platform designed to resolve labour 

disputes. It is not really a question of if this model will 

come to South Africa, but when. 



Labour-Management 

Collaborative Partnerships
 In layman’s terms this method of co-management is when 

labour (unions) and the employer work towards making 

an organisation or business productive, while looking after 

the interests of one another. 

 Labour Management Collaborative Partnerships not only 

influence the quality of decisions made leading from 

labour disputes; it also has a positive impact on the 

quantity and diversity of solutions and the implementation 

thereof in the workplace. 

 Having both management and labour on the same page 
serves as a catalyst for successful collaboration, since it 
creates a positive climate and promotes better 
communication and information sharing. 



Labour-Management 

Collaborative Partnerships cont.
 The historical perception of labour parties in South Africa 

has always been that of establishments that exclusively 

bargain for salary increases or instigate strike action 

when demands are not met. This narrow view has 

changed over the years and the scope of responsibility 

and expectations placed on unions for example, far 

exceed this constricted view, eg the public service, esp 

teachers

 Collaboration and partnership to achieve associated goals 

has never formed part of the dialogue involving employer 

and employee parties. 

 This paradigm shift requires synergy between parties and 

is the central distinction of the Labour Management 

Collaborative Partnerships model.  



Labour-Management 

Collaborative Partnerships cont.
 A collaborative system recognises the importance of 

every employee’s voice. It advocates for team-based 

structures that recognises the group as opposed to the 

individual. 



How do Collaborative 

Partneships work?
 The logical starting point would be to consider the United 

States where this model has reaped proven success in the 

public education system. This alternate path resulted in 

improved student performance, teaching quality, teacher 

retention and increased productivity at all levels.

 A study spearheaded by Rutgers University involved 

education institutions in California, Illinois, Maine, 

Massachusetts, Minnesota, and New Jersey. The study 

measured how collaborative processes at school level 

impacted on student performance (including those 

students from high poverty schools), teacher turnover, and 

how union-management partnerships in school districts 

shaped a new school culture.



How do Collaborative 

Partneships work? Cont...
 Unions look out for their members who are employees. 

The sustainability of any workplace (public or private) is of 

utmost importance to the unions as this ensures that the 

members continuos employment. 

 The profitability of workplaces is equally important to 

unions as its members are ensured better salaries, 

conditions of employment and benefits. 

 It therefore makes sense for employers to work together 

with unions through partnering with them to improve 

productivity, sustainability and profitability. 

 it would be a gain for any country to consider this model in 

its labour practices to maximise the growth potential of 

South Africa’s stagnating economy. 



Conclusion 
 If empowering educator collaboration in public schools in 

the United States has had such a positive impact on 

poverty alleviation and building democracy, adopting this 

system would maximise the growth potential of any 

stagnating economy, like South Africa’s



Question and Answer session


