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SUMMARY

The aim of this study was to established whether police officials in Area Soweto understand
the affirmative action that is taking place within the SAPS. A literature study on affirmative
action was done and a questionnaire generated. An empirical study was done by
questionnaire on the transformation that has taken place within the SAPS from 1994 to 2000,

The sample of 300 members was taken out of the eight identified police stations in Soweto.

[t was established that police officials in Soweto do not understand affirmative action and its
implementation within the SAPS 1in Soweto. Most of them were uncertain in their response to

the questions asked.

Recommendations are made for the SAPS to teach members about affirmative action and its

consequences within this organisation for affirmative action to succeed.
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OPSOMMING

gedoen en ‘n vraelys is saamgestel. ‘n Empiriese studie oor die transtormasie tussen 1994 en

2000 in die SAPD, is met hulp van die vraelys gedoen. ‘n Steekproef van 300 lede was

geneem uit die agt geidentifiseerde polisiestasies in Soweto.

Daar is vasgestel dat polisiebeamptes in Soweto nie verstaan wat regstellende aksie behels nie

en ook dat hulle nie die implementering daarvan verstaan niec. Meeste respondente was

onseker in hul antwoorde op dic gestelde vrae,

Aanbevelings word aan die SAPD gedoen 1 verband met opleiding aan lede betreffende

regstellende aksie en die gevolge daarvan binne dje organisasie. Dit sal bedrae tot die

implimentering van regstellende aksie binne die Suid A frikaanse Polisie Diens.
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ACRONYMS

AA : Affirmative Action
ANC : African National Congre.;;s
| AZAPO : Azanian Peoples Organisation
‘ l BMF : Black Management Forum
| HSRC : Human Science Research Council
‘ NP : National Party
NOC : National Operations Council
OFCCP : Office of Federal Contract Compliance Programmes
‘ PEP : Performance Enhancement Process
SAP \ South African Police
! SAPS : South African Police Service
UDI : United Democratic Front
USA : United States of America
LZANU(PL) : Zimbabwe African National Union (Patriotic front)
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DEFINITIONS OF CONCEPTS

1. APARTHEID : Apartheid is defined by Lipton ( 1986 : 14 ) as the hierarchical ordering

of the economic, political and soctial structures on the basis of race. It is the institutional-

isation of racial discrimination which is enforceable by law.

2. AFFIRMATIVE ACTION : Affirmative action is a systematic, planned process whereby

the effects of colonialism and racial discrimination are being reversed in all areas of life
( Qunta 1995 : 1). Itis the systematic programme design to redress the previous inequalities

by giving preferential treatment to previously disadvantaged people.

3. CAPITALISM : Capitalism is an economic system in which productive assets are
predominantly privately owned and production is primarily for sale ( Grossman 1974 ;

37). It is an economic system whereby the means of production is 1n private ownership.

4. MORALE : Morale is a group phenomenon and reflects cumulative satisfaction of

individuals in a group { Whisenand 1971 : 236 ). Morale s the group satisfaction about

organisational goals and desire to achieve them.
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CHAPTER ONE

GENERAL ORIENTATION AND METHODOLOGICAL FOUNDATION

1.1 INTRODUCTION

Democratising South Africa after 1994 resulted in both the
private and the public sectors facing with the huge task of
transforming their work force. In order to expedite this
transformation, the government repealed the discriminatory
legislation and policies such as the Black Affairs Act 23 of

1920, Black Education Act 47 of 1953, Immorality Amendment Act

21 of 1950 etc. To eventually attain the same level of
education as the white scholars in South Africa, the education
policies which were applicable to whites were now also made
applicable to non-whites. Access to the same curricula,
examinations and equipments o¢f the same quality was brought
about { White Paper on Transforming Public Service Delivery

( Batho Pele) 1997 ).

Within the South African Police Service discrimination also
existed and had to be addressed. Police officials’ force
numbers starting with an alphabet representing the race egq.

$5627345~9, W627345-9 ( S indicating Swart and W 1ndlcating

Wit ) etc were removed from Human Resource Management Records
( SAPS Status Report 1996 : 26 ). However, when discriminatory

laws are repealed, injustices and inequalities produced by the

past discrimination do not simply disappear. The government




introduced legislation such as the Employment Equity Act 55 of
1998, the Skills Development Act 97 of 1998 as well as White
Papers to transform the public service. The White Paper on
Transforming Public Service Delivery ( Batho Pele ) Notice 1458
of 1997 was introduced to try and address the imbalances
created by apartheid, whereby whites hold senior positions and
non-whites junior positions. The White Paper on Affirmative
Action in the Public Service sets out the mandatory
requirements and steps that National Departments and Provincial
Administrations should follow to develop and 1implement

affirmative action programmes {( White Paper on AA 1in the Public

Service. 18586-1998 ).

To give effect to this legislation the South African Police
Service designed its affirmative action plan. It also
established Training Committees at National, Provincial and
Area level, to run skills audits and ensure that employees are
trained ( Skills Development Act 97 of 1998 ). Transformational
workshops such as Diversity, Human Rights, Ubunye and Victim

Empowerment were also introduced. It 1s compulsory for members

of the South African Police Service to attend these workshops.

1.2 COMPILATION OF THE DISSERTATION

This dissertation is divided into twelve chapters.

Chapter One gives a general orientation and describes the manner




in which the sample was drawn. This chapter also stated the
method used to collect data and the procedure to test the

validity and reliability of the questionnaire.

Chapter Two traces the historical creation of inequalities in
South Africa, from pre-colonial and colonial periods to the
present day. It starts from Afrikaner Nationalism which is often
regarded as the precedent for the present affirmative action

programmes, to black resistance against white domination.

Chapter Three 1s an overview of affirmative action programmes
in Zimbabwe, Namibia, Malaysia and the United States of America
( USA ). A comprehensive literature study on affirmative action
in these countries was conducted. It focuses on the intended and
unintended consequences o©of Constitutional and Legislative
measures in these countries. It provides insight into a range of
critical issues regarding affirmative action which South African

policy makers are also faced with.

Chapter Four provides a look at different models of affirmative

action, their advantages and disadvantages. It attempts to

establish which model or models form the basis of the policy

currently followed by the SAPS.

Chapter Five is an insight into affirmative action projects

within the SAPS as well as a look at the SAPS Employment Equity

Plan. In this chapter the current status of affirmative action

in the SAPS is revealed as well as the action steps designed to




address the status qguo.

Chapter 8Six to Eleven 1s the empirical study on affirmative
action in the policing area of Soweto; It provides a look into
police officials’ perceptions on affirmative action and the way
in which it affects them. These chapters reveal the advantages
and disadvantages of affirmative action as perceived by these

police officials. Their aspirations and expectations are also

analysed.

Chapter Twelve concludes the dissertation with a discussion of
the major research findings and recommendations. It focuses on
participants’ perceptions on the way 1in which the SAPS 1s

implementing affirmative action.

In this dissertation the word ‘non-white’ refers to Blacks,

Coloureds and Indians. The word ‘'‘Blacks’ refers to Africans.

1.3 RATIONALE OF THE STUDY

Affirmative action 1s controversial everywhere, but especially
so within the SAPS. The most controversial guestion 1s whether
the designated groups should get handouts, thus doing away with
merits as the basis of promotion and advancement in the SAPS.
The following questions need to be answered. Does affirmative
action exclude white males, thus discriminating against them,

and thereby shattering their promotional opportunities within

the SAPS? Does it make it difficult or impossible for the SAPS




to promote competent and capable members who can add value to
the effectiveness and efficiency of the organisation? Can the
SAPS do away with the injustices and inequalities of the past
discrimination by just repealing discriminatory laws without
some interventions to redress what happened in the past?
Various misconceptions about affirmative action can be
attributed to either a 1lack of knowledge about affirmative
action, or the wrong implementation of affirmative action.
Research of this nature <can be of considerable value in
promoting the understanding of affirmative action within the
South African Police Service. Especially as this research can
identify negative attitudes towards affirmative action which may
be eliminated by means of various corrective measures. The
perceptions which police officials have about affirmative action

will have an impact on 7job satisfaction, thus affecting the

morale of all police members.

It makes academic and practical sense to conduct research on
affirmative action within the South African Police Service. This
must be done in order to assess the transformation that has
taken place from 1994 to 2000. This research must establilsh
whether affirmative action 1s redressing the imbalances created

by apartheid or whether it is creating new imbalances. According

to the White Paper on Human Resource  Management
( 1997 ) the Public Service should be diverse,

competent, capable and committed to delivering
high quality service. Researching affirmative action




will cast light on whether or not this transformation is
influencing the effectiveness and efficiency of the SAPS. It is
hoped that the study will also stimulate further research on

affirmative action in other policing areas.

1.4 RESEARCH OBJECTIVES

The research focuses only on Soweto policing area. Area Soweto
was chosen because 1t is a non-white area in Gauteng that has
been under white police officials’ management for many vyears,
although not a single white person resides within the area. It
is the only area in Gauteng where the Area Commissioner’s office
is situated in a non-white area compared to the other six areas
which are situated in traditionally white areas. This research
is intended to shed light on the expectations of the majority
non-white police officials who, for the most part of their

careers, have been under white management 1n a non-white area.

On the other hand it also highlights the frustrations
experienced by white police officials who see little chance of
upward mobility in the area where they have spent much time of
their. careers maintaining law and order. For some of them,

Soweto is the only policing area in which they have worked since

being employed by the SAPS.

The objectives of this research are:-

1. To investigate the theoretical roots of affirmative action.




2. To place current affirmative action programmes in proper his-
torical context.

3. To investigate some models of affirmative action and estab-
lish which of them formed a blueprint for the SAPS affirmative
action policy.

4. To study the participants’ perceptions on affirmative action
and make some recommendations for ré-visiting affirmative
action programmes 1in order to address the main objectives of

affirmative action ~ should the programmes have deviated from

them.

5. To analyse the impact of affirmative action on the SAPS and
the individual members of the SAPS.

6. To reveal the extent to which police officials in Soweto
understand the affirmative action policy of the SAPS.

7. To focus on the support members give to the affirmative

action programmes that the SAPS i1s embarking upon.

1.5 HYPOTHESES

According to Mouton and Marais ( 1990 : 134 ) a hypothesis 1is a
statement 1in which an assumed relationship or differences
between two or more variables is or are postulated. In research,
a clear statement of the problem and a hypothesis or hypotheses
is the point o0f departure. Research hypotheses or null
hypotheses are mainly used in research. Null hypothesis is a
statement in which it is assumed that no relationship exists

between the variables that are being studied. If null hypothesis
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is shown to be false, the researcher can accept that there is a
meaningful relationship between the variables ( Mouton & Marais

1990 : 135 ). The hypotheses in this research are there to test

certain assumptions made by the researcher.

The following seven operational hypotheses were developed to
direct the research :-

Hypothesis 1

Police officials in Soweto do not understand affirmative action.
Hypothesis 2

Affirmative action has a negative effect in the functioning of
the SAPS members due to uncertainty about it.

Hypothesis 3

Affirmative action is reverse discrimination.

Hypothasis 4

Affirmative action abolishes promotion on merits.

Hypothesis 5

Affirmative action 1lowers the standard in the South African
Police Service,

Hypothesis 6

Previously disadvantaged are empowered so that they can benefit
from affirmative action.

Hypothesis 7

Affirmative action policy of the SAPS does not stipulate clearly

how different designated groups will benefit from it.




1.6 RESEARCH PROCEDURES

The research was based upon the known theories of affirmative
action. From an empirical point of view, the research was largely

based upon stratified random sampling.

A pilot study to test the questionnaire and item analysis

( reliability analysis ) as well as factor analysis was done to
test tﬁe validity and reliability of the questionnaire. This
pilot study was conducted in the West Rand area,
at Kagiso and Mohlakeng police stations. These
stations were chosen because they have more or less the same
population groups as Soweto, where the real study was conducted,
that 1s, predominantly black communities. Just as is the case in
Soweto, these police stations have more black police officials
than whites. Duty sheets were obtained from these two police
stations and 1t contained 1information on the following:-
Rank, Race, Service number and Type of work done by these
members. This information was obtained to simplify the selection

of members to whom questionnaires were to be given ( Stratified

random sampling ).

Kagiso police station has one hundred and thirty four police
officials of whom fifteen members participated in the research.

Mohlakeng police station has twenty three members of whom ten

members participated 1n the research.

Item analysis :- Item analysis is an internal validation whereby




the extent to which the composite index’s relationship to the

item in the index is examined ( Babbie 1986 : 373 ).

Factor analysis : Facteor analysis attempts to l1dentify
underlying variables, as factors that explain the pattern
of correlations within a set of observed variables ( SPSS Base
10.0 19%% : 323 ). Factor analysis 1s often used in data

reduction to identify a small number of factors that explain

most of the variance observed in a much larger number variables.

1.6.1 QUESTIONS THAT WERE RECTIFIED AFTER THE PILOT STUDY

After conducting the pilot study, i1t was necessary to change some
of the questions in order to improve the validity and reliability

of the questionnailre.

1. Question 10-22

Factors : 0 Factors 1:23.771 2:41.2 3:56.93 4:69.47

Item analysis : Alpha:0.7093 before the questions were taken out

of the analysis. Alpha:0.7652 after the questions were taken out
of the analysis. Questions 10;12;17;22 were then reviewed, as the

respondents did not understand them or they were structured 1in a

negative way.

2. Question 24-28

Factors : 2 Factors 1:43.75 2:69,87

Item analysis : Alpha:0.0873 before questions were taken out of
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the analysis. Alpha:0.8170 after the questions were taken out of
the analysis. The following questions were reviewed, 24;25;28 to

improve them.

3. Question 29-40

Factors : 4 Factors 1:24.63 2:43.99 3:57.87 4:68.81

Item analysis : Alpha:0.5004 before the questions were taken out
of the analysis. Alpha:0.7357 after the questions were taken out
of the analysis. Question 29;33:34;37;38,;39 were reviewed to

improve them.
4. Question 41~-43

Factors : 1 Factor 1:72.08
Item analysis : Alpha:0.7837 before the questions were taken out
of the analysis. Alpha:0.85.70 aftter the questions were taken

out of the analysis. Question 43 was reviewed to improve it.

5. Question 44-47

Factors : 1 Factor 1:47.39
Item analysis : Alpha:0.6052 before the questions were taken out
of the analysis. Alpha:0.6324 after the questions were taken out

of the analysis. Question 46 and 47 were reviewed to improve them.

6. Question 48-50

Facteors : 1 Factor 1:49.08 2:85.81
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Item analysis : Alpha :-0.3780 before the questions were taken
out of the analysis. Alpha:0.4117 after the guestions were taken
out of the analysis. Question 48 was reviewed to improve it. All

the questions were changed accordingly.

1.6.2 SAMPLING DESIGN

Prof DJ Steoker, an expert 1n sampling was contacted to draw the
sample. He previously worked for the HSRC ( Human Science Research
Council ), the University of Pretoria and is currently working for
Statistics South Africa. He facilitated the whole sampling
process. To get a representative sample of all the
races, ranks and dJenders, the sampling was managed

as a controlled selection problem ( Barnardt & Stoker 1994 : ¢ ).

In this sampling, the researcher identifies
a number of stratification variables, breaks down
a heterogeneous population allocation into relatively
more homogeneous strata and then employs a sample-

size allocation strategy ( proportional allocation ).

In this case proportional allocation would not work. There are
only two per cent ( 2% ) whites and with the sample of three

hundred ( 300), only six ( 06 ) would be chosen and that is not

representative enough.,

For controlled selection the probabilities of selection for some

or all preferred combinations of n out of N units, are larger
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than in normal stratified random sampling. In line with that,
the probabilities of selection for at least some non-preferred

compbinations are smaller than in stratified random sampling.

Advantages : ~ Securing proper representation of the population.

- Ensure adequate sample sizes for sub-groups that
are the domain of the study.

- To establish control over the variability of key

variables.

Through stratification, the selection probabilities of certain
combinations of n out of N, were 1increased, while other

combinations were nullified.

The following study population was acquired : The police
officials of eight 1i1dentified police stations in Area Soweto,

excluding the public service personnel, out of twelve Soweto

police stations. The police stations on the East, West, South,
North and Centre were chosen on the basis of their geographié
locations - in order to avoid choosing nelghbouring police
stations. The other three police stations were chosen because
they respectively have predominantly White (W), Coloured (C) and
Asian (A) members. The biographical information of the popul-

ation is reflected in the population pivot table below (Table 1}.
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Table 1 : Pivot table of population.

FEMALE [ A
B 153
C 4

MALE
B 128 1217 1703
C 4 32 51
W 8 53 105
MALE Total 141 1317 351 78 27 4 1918

Grand Total 151 1401 417 84 29 4 20860

A sample of three hundred was taken out of 2086 members, see the

sample below (Pivot Table 2).

Table 2 : Pivot table of the sample.

J—

| Sum of freq Rank

| Gender | Race

A L 7

B 3 39

C 3 3

1 1 3

MALE 3

B 4 164
C 21
38
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To get the sample of three hundred, the following method was

followed: The station, force number, surname, race, rank and

gender of each member was recorded in an Excel spread sheet. The

data was validated and frequencies computed. The data was sorted

in the following way : =~ Race Ascending
- Rank Descending
- Gender Ascending

One extra column namely, frequency was created in Excel and all
the values in this column were combined. The population pivot

table was created. See the population pivot table below.

Table 3 : Pivot table of the population.

P — ni— i il e e it .

Rank

Sum of

T3
3
(D
W3

Gender | Race

FEMALE

A
B
| C
| .
| FEMALE Total |10 84 66 6 2 168
MALE | A 15 23
: 128 1217 300
C 4 32 11
W 8 53 17
MALE Total 141 1317 351 78 27 4 [1918
151 1401 417 84 29 4 | 2086

1.6.3 THE PIVOT TABLE

To ensure that every cell ( representing a combination of factor

levels ) is part of the sample, the cells with small frequencies

|




Pivot table 4 below explains

luded.

1NC

are automatically

( <3 )
the drawing.

Cells with small frequencies

Table 4

—
I

—




v e e fu o fs Jo Jo fo qo Jo jo fo fo o | i
v e e jo 4o do do o Jo Jo fo o o Jo } o
o Je Jw fue o fo Jo Jo Jo fo o fo v Jo | s
W fs el v o qo fo fo qo fo fo Jo fo [ v
o qo g ae qo do do fo de o fe fo jo o | e
X0 R 2 S S C N K EX N R C O C e
v 3 fw w fo fe o jo le fo o fo je |+ | v
v s qr fr s do de o o jo o jo 4o fo | r
v d2 dw ds Jo do do Jo Jo lo o fo Jo Jo [uw Ju —
o qe e qo Jo do o o Jo fo o Jo o fo | o |
v 3w fs fo fo o | o qo fo qo o 1 fe |
o do fe jo o o o o o o Jo fo fo §fo
Total : 2086 13 16 4 4 5 10 6 6 L 7

220 00

Every column represents a drawing with a certain percentage and
every respondent is included in the first column ( cut off 3 ).
When moving through the columns from left to right the percen-
tage respondents included becomes smaller. The sample ( the last

column ) was then drawn randomly in each cell.

Example
1 out of 1 for A 6 M
13 out of 53 for W 2 M

The frequencies 1n the rest of the cells are chosen with an

exponential downward effect.

Example : 3/4 5/8 11/20 20/100 50/900 etc.
The analysis was done with the weights ( weighted analysis ) and

without the weights. See pivot table 5 below with the sample.
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Table 5 : Pivot table with the sample

Ssum of freqg Rank

l
a
N
o
N
n

Gender | Race

6 | Grand Total
7

39

MALE | A
B
C
W

J

|
1
}

Sum of freq Rank Grand
total

FEMALE Total 5 19 21 D 2 D2

MALE A 25
B 164
C 21
W 38

s tora | 25 17 51 21 11 4

Grand Total 34 136 78 32 16 4 300

1.7 PROBLEMS ENCOUNTERED DURING COLLECTION AND ANALYSIS OF DATA

The stations, force numbers, surnames, ranks, races, genders,
educational qualifications and vyears of service of all 2086
members of these 1dentified police stations were submitted to
the research supporting personnel at the Department of Computer
Services at the University Of South Africa. Thls was *done in
order to find 300 members who were to respond to the
questionnaire. By the time this questionnaire was handed out,
some of the selected members were transferred to other police
stations, had resigned, were on suspension, were on leave, had
been medically boarded due to stress, were expelled from the
service or dead. In these cases people o©of the same ranks,

genders, races, years of service and educational qualifications
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were then selected by research supporting personnel at the
Department of Computer Services at Unisa and given the
questionnaire to complete. In the case of senior officials such
as Senior Superintendents and Directors the qguestionnaires were
handed out even if they did not work in the eight previously
identified stations. This.was done because there is a shortage

of such officials in the identified stations.

Out of the 300 distributed questionnaires, only 268 were
returned. Most respondents were uncertain about the questions

put to them thereby making it difficult for the researcher to

make certain deductions.

1.8 CONCLUSION

After the pilot study that was éonducted in West Rand, the short
commings 1in seventeen questions were discovered and rectified
accordingly. The sample was managed as a controlled selection
problem 1in order to get a representative sample of all the
races, ranks and genders. In this case proportional allocation
would not work as there are fewer whites than non-whites. The
major problem encountered was that most the respondents were
uncertain about the questions asked. This made it difficult for

the researcher to make certain deductions.
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CHAPTER TWO

PRECEDENTS OF AFFIRMATIVE ACTION IN SOUTH AFRICA : A HISTORICAL
PERSPECTIVE

2.1 INTRODUCTION

For the South African Police Service to understand the concept
affirmative action, a hilistorical perspective is important for a
number of reasons. Firstly, 1t draws attention to what happened
in the past, and according to Hartshorne ( 1992 : 20 ) to the
fact that South Africa is presently deeply rooted in historical
myths, misrepresentations, divisions and conflict. Secondly, the
historical perspective reveals reasons for the actions and views
of different groups in a soclety, thus contributing to a deeper
understanding of them. Thirdly, 1f South Africa had experienced
some sort of affirmative action in the past, what lessons can we
learn from them? We need to look at how 1t was interpreted,
implemented and received. It 1s also important to look at 1it'’s
impact on productivity. This understanding will result in the
SAPS implementing affirmative action from a more informed

position, so that mistakes of the past will not be repeated.

In the South African Police Service the concept YAffirmative
Action” is understood to refer to the occupational advancement
of non-white police officials and white female
officials. This advancement could historically

be equated with the advancement of the Afrikaners
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in the 1920's and after 1948, when the National Party came
to power and instituted the policy of separate development
which was implemented with the promulgation of apartheid

legislation.

2.2 AFRIKANER NATIONALISM AND RACIAL CAPITALISM

Inequalities between non-whites and whites were institutional-
ised by various means. Some of the ways 1n which it was

implemented in practice will be briefly elaborated on.

2.2.1 ECONOMIC ISSUES

aall

Economically, discriminatory measures were put in place to
prevent competition between non-whites and whites. This was done
to ensure that non-whites would remain in a position whererthey
could provide cheap labour for white farms and mines. Dr HFE
Verwoerd ({ Prime Minister and leader of the National Party )} put
it blatantly that the upliftment of the Afrikaner workers could
only occur effectively if they were protected against non-white
competition ( Schrire 1981 : 5 ). The range of measures that
were designed to empower whites at the expense of non-whites led
to white supremacy - mostly in government departments. According
to Schrire ( 1991 : 5 )} all senior positions 1in the state
bureaucracy, including the courts, the military and the police,

were filled by whites - mostly Afrikaners.

The inequalities forged during the colonial and early industrial
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periods deepened during Afrikaner nationalism and racial
capitalism. Nationalists extended the system, especially with
measures such as Jjob reservations 1in the mines, designed to
protect white labourers from  éompetition by non-whites. It
ensured that unemployed whites were given jobs by the state or
i1ts parastatals ( Schrire 1991 : 5 ). The wages of black workers
in the mining and agricultural sector did not rise at all, while
during the same period the real wages of white miners doubled

( Bundy 1992 : 31 ).

2.2.2 EMPLOYMENT

Blacks were specifically excluded from the definition of the
term “employee” in the 1956 Industrial Conciliation Act ( Qunta
1995 : 12 ). As more and more blacks were forced off their land
by the Native Land Act 27 of 1913, that stopped blacks from
purchasing land, thus competing with whites. They moved into the
mines and developing industries. That made blacks to be a threat
to white workers, especially the unskilled ones, as whites had
to compete with blacks for employment. Emsley ( 1996 : 87 ) 1is
of the opinion that the Industrial Conciliation Act 11 of 1924
was passed to affirm whites to secure employment and
advancement. The Afrikaner government focussed 1its energy on
helping white people, at the cost of the rest of the population

and also at the expense of economic growth ( Emsley 1996 : 87 ).
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