INSTITUTE OF
SOCIAL RESEARCH

Occasional Paper 1

Factors Aftecting
Industrial
Employment

A Study of Ugandan
Experience 1954 to 1964

AZARIAS BARYARUHA



Factors Affecting Industrial Employment

A Study of Ugandan Experience
1954 to 1964



E. A.I S. R.. OCCASIONAL PAPER No. 1

Factors Affecting Industrial
Employment

A Study of Ugandan Experience
1954 to 1964

AZARIAS BARYARUHA

Published for the East African Institute
of Social Research, Makerere University College, Kampala, Uganda
by Oxford University Press
Nairobi, Kenya, 1967



Oxford University Press, Ely House, London W. 1

OLASGOW NEW YORK TORONTO MELBOURNE WELLINGTON
CAPE TOWN SALISBURY IBADAN NAIROBI LUSAKA ADDIS ABABA
BOMBAY CALCUTTA MADRAS KARACHI LAHORE DACCA
KUALA LUMPUR HONG KONG TOKYO

© East African Institute of Social Research, 1967

Published by Oxford University Press and Printed by Kenya Litho Ltd. P.O. Box 775, Nairobi



Contents

Introduction

Acknowledgements

Chapter One:  Macro Analysis

Chapter Two: Case Studies

1.
2.
3.
4.
5.

6.

Nyanza Textiles

Uganda Breweries

British American Tobacco Company
Kilembe Mines

Sikh Saw Mills

Madhvani Sugar

Chapter Three: Conclusions and Policy Implications

vi

25

25

37

46

55

63

68

76



Acknowledgements

I am indebted to a number of people who helped me carry out this
study.

Firstly, thanks go to the Management of six companies which in the
first place agreed to give me data and to answer my questions, in particular
Mr. E. B. Ogwal, Personal Assistant to the Managing Director, Nyanza
Textile Industries Ltd.; Mr. E. Juko, Head Brewer, Uganda Breweries
Ltd.; Mr. A. Luseno, Personnel Officer, B.A.T. (Uganda) Ltd.; Mr.
W. F. de Haast, Mine Secretary, Kilembe Mines Ltd.; Mr. B. S. Gill,
Managing Director, Sikh Saw Mills & Ginners Ltd.; and Mr.'R. M. Patel,
General Manager, Madhvani Sugar Works Ltd., Kakira.

Secondly, I wish to thank Directors Paul G. Clark and Walter T.
Newlyn. Professor Clark interested me in the project and helped me in
designing the first case study. Mr. Newlyn has been particularly helpful
in commenting on and editing the final text. Finally, I am grateful to all
the colleagues in the Economic Development Research Project, Sociology
Research and Economics Department whose comments especially at
our seminars, have been very constructive.

Makerere University College AZARIAS BARYARUHA
1966.

vi



INTRODUCTION

Two related issues are usually raised by economists
with regard to the general problem of manpower in
planning strategy. The 'first is whether there will
be enough trained personnel to implement the resol-
utions of the plan. This has come to mean people of
secondary education and above. The other one is
whether the job opportunities, permitted by the eco-
nomy'!s expansion, will increase fast enough to abs-
orb those aspiring for wage employment. In a young
economy, this has come to mean people mainly with
primary education and many unskilled illiterates who
seek to abandon the traditional life in favour of a
modern one.

It is the first issue that is receiving the
greatest attention in many planning bureaus. In
Uganda, for example, two years after independence,
the number of aided secondary schools increased by
46% and University enrollment and other high educ-—
ation levels increased rapidly. On the other hand,
the number of aided primary schools increased by
less than 0.1% and employment for mostly unskilled
people declined.

Putting emphasis on the first issue is probably
sound economics since it can be regarded a misallo-
cation of resources to try and produce people that
could not be absorbed by the economy. However, in a
country where people with primary education and above
are in the minority, this indeed is a big problem.
It means that in tiie short run, the largest section
of the community will remain underprivileged. The
question then is, will the privileged few be able to
contain these underprivileged many?

Planning as it applies to the young countries
is a desperate attempt to grapple with almost insur-
mountable problems. The chance of success these
plans have may largely depend on the participation
of the populace in the resulting increase in wealth,
and starting with traditional society participation
should mean a growing number of people each year in
the modern sector.

This study, which is restricted to Uganda, was
prompted by the failure of employment to expand in
Uganda in recent years. The main part of the study
was that of carrying out case studies of some of the
major firms in Uganda with tite aim of examining fac-
tors affecting industrial employment. The investi-
gations were designed to find out what employers
have been doing with regard to their labour. For
example, to what extent has capital been substituted
for labour?, has labour productivity been raised by
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careful selection methods, training etc.? to what
extent have changes been due to rising wages or
other factors?

Chapter One is an attempt, on guantitative
lines, to analyse the employment trends for the eco-
nomy for the period 1954-1964., The exercise is not
exhaustive because of incompleteness and some inacc-
uracies in the data.

Chapter Two contains, in respect of each case
study, a factual report of the data obtained togeth-
er with some analysis of the particular relation-
ships between capital, output, employment and assoc-
iated variables. The findings from the firms studi-
ed tend to be diverse; this was probably to be expe-
cted because of differences in background, experien-
ce, product-mix etc. Rather'than attempt to present
the case studies in an integrated form, it appears
reasonable therefore to present each case study in
its entirety. It is probably in this manner that
the contribution of the experience of each firm will,
in its own right, stand out.

Chapter Three is firstly an attempt to ‘inter-
pret the case studies. The aim is to compare them
and relate the differing experience to the aggregate
analysis in Chapter One. Secondly it aims at dis-
cussing some of the policy problems involved in this
field., For example, it will compare population
growth trends with labour force growth trends. It
will look into the problems of primary leavers as
well as unskilled workers and the problem of immig-
rant labour in Uganda and it will attempt to dis-
cuss some of the economic and social effects.
Finally, some possible ways of creating employment
will be suggested.
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CHAPTER ONE

MACRO ANALYSIS

The first point that must be made is that the
total number of people employed in Uganda is a very
small proportion of the population, Uganda is still
primarily a peasant economy. Total recorded emplo-
yment in 1964 was 224,894 out of a population of
about 7.3 million, This figure does not include
casual labour on !'shambas' or domestic servants,
though this would not swell the figure very great-
ly. Included in this total are 3163 Europeans and
9385 Asians, leaving 212,346 Africans, of which
57,724 were non Ugandans,

(i) The Structure of Employment

Before starting to analyse the changes which
have taken place over the period, it will be useful
to delineate the structure of employment, For this
purpose it is necessary to confine our attention to
African employees, in most of the classifications,
because of statistical limitations, For the first
classification however, that between the private
and public sectors (Table I), the figures cover all
employees.,

TABLE I
TOTAL EMPLOYMENT BY SECTOR 1964
PRIVATE PUBLIC
INDUSTRY SERVICES TOTAL
Numbers % | Numbers % |Number %
African 120,718 92 191,628 97 1272,346 9%
Asian 7,960 6 1,425 2 9,385
European 2,052 2 1,111 1 3,163
Source: Statistical Abstract

The largest employing industrial sectors in
1964 were Agriculture, Local Government and Constr-
uction in that order. The latter two sectors had
an even larger share of total African employment
ten years earlier; the share of construction fall-
ing from 20,2 per cent of total employment in 1954
to 11,3 per cent in 1964, The distribution of
African employees by industrial sector is given in
Table II
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On a regional basis (Table III) employment
structure has changed slightly. Buganda employed
45% of the work force in 1964 compared to 43% in
1956. In absolute numbers, employment declined by
only 3% in Buganda between 1956 and 1964, Declines
of 14% and 17% occurred in Eastern and Northern
regions respectively, Only Western region had an
increase in employment (4%) between 1956 and 1964
thus increasing its share from 20% to 23%.,

TABLE III

AFRICAN EMPLOYEES BY REGION 1964

REGION NUMBER %
Buganda 94,636 45
Eastern 49,347 23
Western 48,442 23
Northern 19,921 9

Source: Enumeration of Employees

(ii) Employment, Output and Productivity
We turn now to the gloomy picture of the

change in numbers employed since 1954, Between
1954 and 1964, the total recorded employment fig-
ure fell from 259,220 to 224,894, a decline of 13.2
per cent or an average annual rate of decrease of
1.4 per cent. African employment during the same
period fell by 5.5 per cent or at an annual rate of
decrease of 0.6 per cent, .Even more depressing is
the fact that African employment fell by 7.2 per
cent between 1962 and 1964, a period during which
Gross Domestic Product (G.D.P.) increased by 33 per
cent, The relationship between total employment
and G.D.P. during .the period is shown in Table IV
in which G.D.P, is shown at current prices and at
1960 prices, the latter figure being shown in bra-
ckets.
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Clearly it is better to look at the relation-
ship between employment and product in real terms
but in part of the sector analysis and some of the
case studies the calculations have to be in terms
of current prices, For these reasons, throughout
this Chapter, both current prices and 1960 prices
are given wherever possible in order to give as
much unity as possible throughout the study. More-
over the official reservations about t?e estimates
in real terms have to be kept in mind,

As the table shows, there is no year to year
correspondence between employment and G.D.,P. at
current prices; for example, G.D.P. increased by
10 per cent between 1954 and 1955 but employment
only increased by 0.8 per cent. G.D.P, increased by
19,1 per cent between 1962 and 1963 but employment
actually declined (-4%), Indeed in most cases there
is an inverse relationship. Moreover this is still
true if we look at the change in G.D.P, at 1960
prices in relation to changes in employment although
the reduction in fluctions in the G.D.P, figure red-
uce the deviations in magnitude,

This type of situation is probably to be expec-
ted since the major determinant of G.D.P, is agric-
ultural export values which have no direct effect on
employment; being produced in the peasant agricultu-
ral sector and priced in world markets., Following
the rapid rise in G,.D.P, resulting from the Korean
boom in export prices in the early fifties, Ugandat's
G.,D,P, rose only slowly between 1956 and 1962, In
the past three years however, there have been a
sharp recovery due to increases in the value of :cof-
fee and cotton exports. Employment on the other
hand has fluctuated independently about a slight
falling trend.

1 The Real Growth of the Economy of Uganda
1954~62 Statistics Division, Ministry of
Planning & Community Development, 1964,
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TABLE V

CHANGES IN G.D.P., AND EMPLOYMENT 1955 - 1964

YEAR G.D,P,* EMPLOYMENT IMPLIED CHANGE
IN' PRODUCTIVITY]
% %
1955 0.8 9.1
(7.5)
1956 -0,2 1.0
(6.2)
1957 1.4 4,9
(3.5)
1958 1,0 ~3.9
(=-1.0)
1959 -1.5 3.1
(7.5)
1960 2,1 0.5
(0.6)
1961 -306 . ho1
(3.3)
1962 -2.3 5.4
(-1.0)
1963 =41 24,1
(17.8)
1964 1.5 14,2
1955-1964 13,1 84,8
(60.5)

Source: Statistical Abstract

* Figures in brackets are at 1960 prices
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The implied change in productivity derived
from the figures in Table IV is shown in the final
column of Table V, This is of great interest to us
because, if one makes a hypothetical assumption
that there was no increase in productivity from any
causes such as increased skill due to training pro-
grammes, or more efficient use of capital, or that
such factors add to zero, then the percentage change
in product should equal the percentage change in em-
ployment, The implied change in productivity is
thus the measure of the failure of rising production
to raise employment, That is to say, it is a net
measure of the factors which have to be "explained"
in our study.

However, since in a predominantly export-orien-
ted peasant economy, the income employment relation-
ship is bound to be a crude one, a better approxima-
tion to the relevant measure of implied productivity
is given in Table VI from which G.D.P. and employ-
ment in agriculture are excluded,

In the remaining sectors covered by this table
the product is produced by paid labour which corres-
ponds with recorded employment in these sectors and
the relationship between employment and product
should be more meaningful, Even so, in terms of cu-
rrent prices there is rather less year to year corr-
espondence in the direction of the changes and in
1960 prices the association is not improved., The
range of annual changes in implied productivity is
considerably reduced in both measures., Over the
period as a whole, however, the relationship between
the two rates of change should give a reasonable
approximation of the average annual increase in lab-
our productivity, The change over the period 1954~
1964 is 61% which is equal to an annual rate of inc-
rease of 5%,
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TABLE VI
CHANGES IN G.D.P. AND EMPLOYMENT
EXCLUDING AGRICULTURE

YEAR -G.D.P,* EMPLOYMENT IMPLIED CHANGE
IN PRODUCTIVITY
% % %
1955 16.8 2.7 13.7
1956 9.3 -1.1 10.5
1957 3.4 -8.0 12.4
1958 1.1 0.2 0.9
1959 3.1 -1.1 h,2
(-0.3) (0.8)
1960 7.5 0.9 6.5
(3.5) (-2.9)
1961 2.0 -2.0 4.1
(1.1) (3.2)
1962 2.2 4.4 6.9
(0.5) (5.1)
1963 1.4 -4.5 16.6
(7.4) (12.5)
1964 15.7 1.4 14,1
(4.9) (3.5)
1955-1964] 70.2 -17.5 106.3

Source: Statistical Abstract

* The bracketed figures are arrived at by using
G.D.P, at 1960 prices
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TABLE VII
CHANGE IN G.D.P, AND EMPLOYMENT
BY INDUSTRY 1956 - 1964

G.,D.P* EMPLOYMENT |IMPLIED CHANGE
IN PRODUCTIVITY
% %
Mining &
Juarrying 375 -9 L22,0
(140.7) (154.6)
Manuf, (Food 10 4 5.8
Fnd Misc. ) (-15.8). (-23.5)
Construction -35 =36 1.0
(-56.1) See Note
Commerce 57
(62.3)
Trans, & Comm., L7 -2 50,0
(48.7) (51.7)
Misc., Services 99 -5 109.5
(21.2) (27.6)
Others 51 -4 573
(-1.9) (2.2)

Source: Statistical Abstract

* Figures in brackets are at 1960 prices

Note: It is not possible to give a figure for
increase in productivity in Construction
because the real product is estimated on the
basis of unchanged productivity in The Real
Growth of the Economy of Uganda 1954/62

The table above shows the rate of growth of
value added in relation to employment in each sector
(excluding agriculture), The importance of the con~
struction industry's decline is clearly brought out,
It should be pointed out that the downward trend
which characterized the construction industry ref-
lects the capital formation pattern in the country as
a whole in this period.
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A close look at the changes in the construction
industry shows that the decline in product almost
exactly equalled the decline in employment using cu-
rrent prices as a measure, There can thus be little
doubt as to the reason why employment declined in
this industry; the fall in product brought about the
fall in employment,

The circumstances in the construction sector am
not, however, typical on account of the depressed
level of activity indicated in the large fall in
output, No case study has been done in this sector
and for the purpose of our productivity analysis we
shall now eliminate construction as well as agricul-
ture from the G.D.P, and employment figures. In all
of the remaining sectors, Table VII shows that there
has been a rise in product at current prices, Hav-
ing regard to the reservations which are officially
made regarding the estimates of sectional products
the fall shown on the basis of 1960 prices in manuf-
turing (15.,8%) and "others" (1.9%) leaves some doubt
as to the direction of changes in these cases. The
implied change in productivity for this group of
sectors is shown in Table VIII from which it should
be noted that there has been a continuous increase
in product year by year over the whole period, We
now have in the last column a reasonable measure of
the changes in labour productivity over a period
during the whole of which output was increasing,
though not at a constant rate, Significant inc-
reases in employment occurred only in 1960 and 1964
both years in which there was a relatively high
change in output.

Over the period as a whole labour productivity
increased by 20,2% on current price basis and by 24%
between 1958 and 1964 on the basis of 1960 prices,
These increases are equivalent to annual increasesof
7% and h% respectively, These are very high rates
and if we take the real rate as being more approp-
riate (although it may be less accurate) it means
that output must expand at 4% annually in order to
maintain employment constant, Increases in prod-
uctivity are to be welcomed in a fully employed
developed economy but in Uganda, with underemployed
labour resources they are very "mixed blessings"
indeed because of the second problem raised in the
introduction,



TABLE VIII

CHANGE IN G.D.P., AND EMPLOYMENT

EXCLUDING AGRICULTURE AND CONSTRUCTION

YEAR 3.D.P* CHANGE OVER EMPLOYMENT | CHANGE OVER IMPLIED CHANGE
PREVIOUS YEAR PREVIOUS YEAR | IN PRODUCTIVITY
L.mill % Number % %
1955 4h 1 171145
1956 L47.5 7.7 172550 0.8 6.8
1957 50.8 6.9 157550 -8.7 17.1
1958 51.1 0.6 156282 0.8 -0.2
(54.4)
1959 53.2 4,1 159147 1.8 2.3
(54.9) (0.9) (-0.9)
1960 57.4 7.9 163740 2.9 4.9
(57.4) (4.6) (1.7)
1961 58.9 2.6 160855 ~-1.8 4,5
(58.5) (1.9) (3.8)
1962 60.0 1.9 152392 -5.3 7.6
(58.6) (0.2) (5.8)
1963 67.7 12.8 147293 -3.3 16.6
(63.6) (8.5) (12.2)
1964 78.9 16.5 151525 2.9 13.2
(67.3) (5.8) (2.8)
1955-64 hK34.8 78.9 -19620 -11.5 202.1

* Figures in brackets are at 1960 prices

Source:

Statistical Abstract
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(iii) Employment and Wages

Increases in the wage bill have been very rapid
indeed over the ten year period, the total wage bill
for African employees having increased more than

three fold - roughly in line with our refined mea-
sure of increase in labour productivity in current
prices.

As Table IX shows, wage increases in the public
sector have been greater than those in the private
sector. This is probably due to the higher rate of
Africanization in this sector.

TABLE IX
INCREASE IN WAGE BILL

FOR AFRICAN EMPLOYEES 1956-1964

1956 - 1964 1960 - 1964

Period Annual Rate Period Annual Rate
Public Sector 140.3% 11.6% 77 .6% 15, 4%
Private Sector 107.0% 9. 5% 46.9% 10.1%
Economy 123.6% 10.6% 61.9% 12.8%

Source: Statistical Abstract

Increases in the wage bill in the 1960s have
been greater than increases in 1950s which again
corresponds with the relative rates of growth of
labour productivity in current prices in the two
periods.
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TABLE X
CHANGE IN WAGE BILL OF AFRICAN EMPLOYEES
BY INDUSTRY 1954 - 1964

1954 - 1964 1960 — 1964
Period Annual Rate Period Annual Rate
% % % %

Agriculture 227.5 12.6 87.2 17.0
Cotton Ginning 21.7 2.0 61.7 12.8
Forestry and
Fishing 270.8 14,0 55.7 1.7
Mining and
Quarrying 225,8 12.5 62.4 12.9
Manuf. of Food
Products 200.4 11.7 59.6 12.4
Misc. Manuf. 218.1 12.3 64.2 13.2
Construction 27.6 2.5 26.2 6.2
Commerce 383.6 17.1 57.3 12.0
Trans. & Comm. 188.8 11.2 29.2 6.6
Central
Government L8h.6 19.3 145.2 25,1
Local
Government 216.3 12,2 31.3 7.0
Educ.& Medical
Services 351.2 16.3 61.8 11.8
Misc. Services 245.9 13.2 ho.7 8.9

Source: Statistical Abstract

With the exception of cotton ginning and const-
ruction where increases in the wage bill between
1954 and 1964 were 21.7 per cent and 27.6 per cent
respectively, increases in other industries were all
over 200 per cent. The most notable increases took
place in Commerce, Central Government, and Education
and Medical Services, It is significant that while
G.D.P. and employment in Construction declined bet-
ween 1954 and 1964, the wage bill increased. The
growth was small over the ten year period (2.5%) and
fairly moderate in the 1960s (6.2%).
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TABLE XI
CHANGES IN AVERAGE CASH WAGE
PER_AFRICAN EMPLOYEE BY INDUSTRY 1954 - 1964

1954 1964 1954 — 1964
£ £

Agriculture 20.1 62.6 211
Mining & Quarrying 20.6 109.9 L33
Manuf. of Food

Products 28.2 86.9 208
Misc. Manuf. 43,2 123.5 186
Construction 37.8 90.9 |
Commerce 4s.8 142.9 212
Trans. & Comm. 59.8 1h6.4 145
Central Government 54,2 228.1 321
Local Government 22.8 92.7 307
Educ. & Medical

Services 52.3 176.8 238
Misc. Services 43.2 127.2 194

Source: Statistical Abstract

An analysis of changes in the average cash wage
per African employee over the ten year period 1954 -
1964 (shown in Table XI) reveal fantastic increases.
Highest increases occurred in Mining, Central Gover-
nment and Local Government in that order. In Cen-
tral Government rapid increases in the average wage
mainly reflect the effect of Africanization. In
this sector, employment increased by nearly 39 per
cent over the ten year period.

These big increases in the average wage result
from three elements in the changing wage and employ-
ment structure: (i) a general increase in wage
rates (the rate for the job); (ii) a closing up of
the wage structure from the bottom; and (iii) an ab-
solute reduction in the number of unskilled workers
employed. We must now look at this in some detail.
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TABLE XII
AFRICAN EMPLOYEES BY WAGE GROUPS - PRIVATE INDUSTRY*
0 - 99 100 - 199 200 +
1956 1960 1964 1956 1960 1964 1956 1960 1964
% % % % % % % % %
Agriculture 97 97 ke 2 3 52 1 - 1
(7v)  (70)  (11) (21)  (15) (68) (8) (15) (22)
cotton Ginning 94 89 77 4 7 13 2 4 10
Forestry, Fishing
& Hunting 87 7 64 1 28 25 2 2 11
(91)  (77)  (23) (6) (14)  (65) (3) (9) (1)
Mining and
Quarrying 90 L2 55 9 48 32 1 9 14
(72)  (78) (35) (28) (18) (57) - (5) (7)
Manuf. of Food
Products 90 80 21 8 13 7 2 7 8
Misc. Manuf,
Industries 76 62 17 17 26 59 7 12 25
(57)  (93) (not (15) (20) (8) (28) (37) -
available)
Construction 73 66 28 21 26 55 6 8 16
(77)  (79) (12) (18) ()  (74)  (5) (8) (1)
Commerce 7 60 23 19 25 46 10 15 31
(61)  (36) (18)  (53) (21) (1)
Trans. and Comm. 56 36 9 31 33 4y 13 30 48
(65) (42) (7) (23)  (39) (60) (12) (19) (32)
Educ. & Medical
Services 57 h4o 4o 22 17 23 21 L1 37
(68) (52) (9) (17)  (23) (s57) (15) (25) (34)
Misc. Services 69 70 39 19 14 46 12 17 15
(72) (61) (8) (15)  (17)  (s56) (13) (22) (35)
Central Government
(53)  (W1)  (5) (36) (38) (31) (1) (=22) (64)
Local Government - -
(89) (74) (b9) (8) (17)  (35)  (3) (10) (15)

% Public Services! figures are indicated in brackets.
Some figures in 1964 are subject to small margins of error.

Source:

Enumeration of Employees
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With regard to the wage structure by sectors
(Table XII) it is quite clear that most gains have
been made in the 1960s. In Agriculture in public
services, for example, only 11 per cent of the empl-
oyees were earning less than Shs. 100/- a month in
1964 compared to 71 per cent in 1956, In the private
sector in the same industry, 46 per cent of the emp-
loyees were earning less than Shs. 100/- a month in
1964 compared to 97 per cent in 1956. This sharp
upward movement in wages in the public services
seems to be quite distinct in almost all industries
except in Commerce, Mining and Quarrying, and Local
Government where 36 per cent, 35 per cent and 49 per
cent of the employees respectively were still earning
less than Shs., 100/- a month in 1964, 1In private
industry, gains made by employees at the lower end
of the scale in some industries are not comparable
to those in the public services. For example, the
proportion of employees still earning less than Shs,.
100/- a month in agriculture was 46% in 1964 com-
pared to 11% in the public services and in education,
and medical services 40% still earned less than Shs.,
100 a month in 1964 compared to 9 per cent in public
services.

(iv) Minimum Wage

The first statutory minimum wage legislation
was enacted in 1935, In a situation where machinery
for collective bargaining did not exist, the mini-
mum wage law gave government power to fix wages for
those employees who were considered to be receiving
too little. A series of Advisory Boards on both
regional and national levels were appointed. In
1949, the Minimum Wages Law fixed Sh. 33/- a month
as the minimum wage for Kampala and Jinja.

In a way, the government has generally been
the leader in raising the wages for lowly paid empl-
oyees in the economy. The practice has been that
the government raises wages for its lowly paid work-
ers - the unestablished group employees - before it
appoints a Minimum Wages Advisory Board to fix wages
for employees outside the public services. The lat-
est minimum wages laws of major significance are
those of 1959, 1962-3 and 1964-5, which are presen-
ted in Table XIII.
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TABLE XTIV
WAGES FOR UNSKILLED EMPLOYEES 1961 and 1965
EMPLOYER JUNE 1961 JUNE 1965 PERCENTAGE
INCREASE
Sh., Sh.

Per month Per month
Central Government -
Kampala 80.60 150.80 87.1
Central Government -
Upcountry Lo .ho 135.20 173.3
Local Government -
Buganda 43.60 75.00 72.0
0il Companies 115.64 211.70 83.0
Tobacco 98.00 249,90 155.0
Bankers 125.00 244,00 95.2
Breweries 90.00 180.00 100.0
U.E.B. 155.00
Major Tea Companies 55.00 129.00 132.0
Sugar 71.00 111.00 56.0

Tables XV and XVI present a summary of the det-
ailed analysis of labour market changes between 1961
and 1963. The basic data
are obtained from tables in the Enumeration of Empl-
oyees showing the percentage distribution of African
adult male employees among earning groups in the va-
rious towns and districts. The analysis compares
changes in the seven towns and districts most direc-
tly affected by the 1962 minimum wages legislation
with changes in other geographical areas, and dist-
inguishes between employees earning below the mini-
mum wage in the seven towns (O ~ 99 shillings per
month), employees earning about the minimum wage
(100 - 149 shillings per month), and the higher ear-
ning group (150 or more). Employees in Public Ser-
vices and Private Industry are examined separately.
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The data used here have certain weaknesses for
the purpose of this analysis, The seven towns and
the other areas do not correspond exactly to the
areas where minimum wages apply and areas where they
do not. In analysing employment changes, it is imp-
ossible to separate out employees previously receiv-
ing less than 149/- shillings who now receive

150/~ shillings or more. And of course other
factors besides the Minimum Wages, affected both
wages and employment, Despite these difficulties,
the results seem clear enough to be meaningful.

(a) Tables XV and XVI show that there has been
a distinct closing up in the wage structure. Both
in public services and in private industry, large
pPercentages of the labour force in the seven towns
moved up from the 0 - 99 earnings bracket to the 100
- 149 bracket, while only small percentages moved
into the 150+ bracket.

(b) In Table XV, referring to Public Services,
the point which stands out clearly is that the dec-
line in employment was concentrated in the low-wage
brackets of the labour force (0 - 149 shillings),
The decline in employment was actually greater in
areas outside the seven towns, but the public ser-
vices were affected by higher government wages even
though located outside the seven towns,

(¢) In Table XVI, referring to Private Industry,
the decline in employment was again concentrated in
the low-~wage brackets. Moreover, the decline was
much more pronounced in the seven towns most direct-
ly affected by Minimum Wages than in the rest of the
country.

(d) Looking at the industrial pattern of unski-
lled African employment in the country as a whole,
the agricultural employment figures tell a clear
story, If we look at the figures for unskilled Afr-
ican employees set out in Table XVII below, the con-
trast between the virtually unchanged figure in agr-
iculture to which the minimum wage requirement did
not apply and the large decreases in unskilled empl-
oyment in the sectors to which it did apply is clear
evidence of the effect of minimum wage requirements.,

(e) The decline in African employees classified
as unskilled was even greater than the overall dec-
line in African employment.* This reinforces the
observation that employment reductions were concent-
rated among employees most affected by minimum wage
requirements.

* African unskilled labour declined by 14,8 per
cent between 1959 and 1964 while the decline in all
African employees over the same period was 5.3 per
cent,
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SUMMARY

In most industries, productivity has been incr-
easing over our period. This is . because output, in
most industries, has increased over the period while
at the same time employment has, in most industries
declined., In those industries where employment has
continued to increase, output has been growing about
four times faster than employment.

It is now necessary to go behind this concept
of changes in productivity, which signifies no more
than a changing ratio between output and numbers em=~
ployed. A great variety of factors could contribute
to changes in this ratio of which the following are
probably the most important:

i) increases in capital equipment;

(ii) more efficient use of capital equipmentj
(iii) more efficient organization of labourj

(iv) better selection of employees;

(v) stanlization of labour;

(vi higher technical competence due to training

and education;

(vii) higher level of nutrition due to higher wages.

We now turn to our case studies in Chapter II
in order to throw some light on what factors have
been significant in these particular cases,
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CHAPTER TWO
Case Study No.,1 Nyanza Textiles Industries Ltd.

A, Introduction

The Uganda Development Corporation is the sole
shareholder of Nyanza Textiles., The managing age-
nts, who also were the shareholders of Nytil up to
the end of 1958, are the Calico Printers Associa-
tion of Manchester, Nytil is a !'vertical! type of
establishment, i.,e, all operations of cloth making
are carried out under the same roof, This type of
establishment demands strict coordination of diffe-
rent stages of the process of cloth production,

The factory, which came into operation in 1956,
runs three shifts for 6 days 8 hours a day., It is
regarded by international standards as one of the
most modern plants. The level of efficiency judged
by the performance of the productive departments
(weaving and spinning) compares favourably with
textile production in the United Kingdom,

B. Employment

Recruitment Recruiting is usually from appli-
cants at the gates where there always seem to be
over 100 and on some days 300 people waiting to be
called in, This is apparently common practice am-
ong major employers in Jinja., When there is a
pPressing need for more skilled workers the practice
has been to recruit students from technical schools,
These would be students of Junior Secondary educa-
tion, who have had a three year training at tech-
nical Institutes, The former Kampala Technical
Institute (now Uganda Technical College) seems to
have provided most of the recruits, They would be.
taken on in mechanical trades. In cases when they
have to undergo training first, they train as over-
lookers,

Except for ancillary jobs or in special circum-
stances, most recruits take an aptitude test, which
is scientifically designed to select workers who
have a good natural propensity to pick up textile
skills, It ignores candidates'! educational and
cultural differences and requires speed and accu-
racy. The results from the test are used to screen
employees for particular jobs, as some jobs demand a
higher manual dexterity or greater intelligence than
others, For example, one who scores highly on nuts
is regarded as a potentially good doffer while one
who performs well on dexterity test (rope twisting)
is usually taken on as a battery filler. Thus scores
on individual tests are as important as the total
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score, The management believes that usually a cand-
idate with a high overall average score on the test
can be recruited for any job,

Aptitude test records show that only three out
of ten candidates tested are accepted., The general
consensus at Nytil is that the tests have saved con-
siderable time which would have been spent on train-
ing unsuitable candidates, The workers who pass
through this test, are taken on for a probationary
pPeriod of four weeks before the Company opens up
files for them,

Tribes - the tribal composition of the labour
force is as shown below:

Tribe Employees Recruited Served Leavers
1964 1964 above 3 yrs 1964
% of % of new % of each % of each
total recruits tribe tribe
Basoga 23.8 31.9 51.6 6.3
Baganda 17.2 24,3 56,7 8.1
Basamia (U) 7.9 1.5 86.6 16,2
Basamia (K) 2.1 - 86 95,0
Acholis 6.5 4,0 73.5 13.9
W, Nile 5.5 3.5 74,7 10.9

Nytil is a meeting place of tribes, Workers
come not only from all regions of Uganda but also
from the neighbouring countries., The major tribal
groups are the Basoga and Baganda, who in 1964 com-
prised 23.,8% and 17.2% respectively of the total la-
bour force at the factory, The next big batch is
composed of Uganda Samias (7.9%), Acholis (6.5%) and
W, Nile (5.5%)., As the table above shows, Basoga
and Baganda have fewer long-term employees, but com~
Prise a relatively large share of recruits, This
may simply reflect a change in the tribal composi-
tion of recruits from earlier years to more recent
years, On the other hand, Basoga and Baganda have
lower leaving rates as percentage of number employed,
thus they appear to be more stable near to homes,
The 1964 overall leaving rate of 13% for all employ-
ees is effectively kept down by the high proportion
of unemployed labour force within the Jinja area,
The Kenya Samias, most of whom were long-term emp-
loyees, suddenly quit because of quick promotion
Prospects in the newly-erected textile plant at Mom-
basa,
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Education = The educational composition of the
labour force is as shown below in 1964:

Employees % of Leavers % of each

Total Educational
level
Illiterate 392 15 46 9
P I-6 1403 53 194 13.8
Sec. I & Over 864 32 108 12,5

The educational level of the factory's labour
force is predominantly of Primary Standard (53% in
1964), This is probably due to the manual types of
jobs that exist in a textile factory, Unskilled and
semi-skilled operatives (pay grades 2 to 4) formed
61.5% of total employees at the factory in 1
The generally low educational level of the factory's
labour force is being altered to some extent through
an intensive training programme for operatives main-
ly in the spinning and weaving departments, However,
Nytil's general employment practices seem to suggest
that aptitude and experience are more significant
for effective performance in most jobs than formal
education,

Traning The first and major form of training
is of the "on-the-job" type, On-the-job training is
designed more for particular equipment, and less or
not at all for general understanding of industrial
processes, The factory runs two schools within the
departments of spinning and weaving. Except when an
expansion is anticipated, training is usually to re-~
place leavers, Selection for training is mainly by
aptitude test, Sometimes the trainees are picked
from old employees who in the case of weaving might
have been working as battery fillers., The instruct-
ors are expatriates with African assistants,

The weaving school is divided in two sections,
In one section, they train actual weavers i.,e, oper-
atives directly engaged in cloth making. The train-~
ing lasts for six weeks, After training each wea-
ver looks after 18 or 24 looms., In the second sec—~
tion, which is small, they train machine-controllers,
or overlookers, as Nytil prefers to call them., A
worker with a technical background is preferred for
this type of training., These also train for 7-9
mnonths, In the factory they look after 66 looms,

Another form of training in which promising
employees are encouraged is by correspondence with
an outside body, In the meantime, they do many exe-
rcises which are marked by a senior member of staff
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at Nytil., The Company pays 50% of the fees for each
correspondence course as a loan and if the candidate
is successful, the company pays the other 50% and
‘also wraites off the loan.

There is an apprenticeship scheme mainly for
machine fitters, plumbers and electricians run in
conjunction with the Labour Department, Employees
who have had preparatory training from Technical In-
stitutes are put under expert instruction for a pre-
scribed period, after which they are tested by the
Labour Department., Nytil also takes on students
from Uganda Technical College during holidays to
give them practical training and to expose them to
an industrial environment.

"Training within Industry", a course usually
run by the Labour Department, is designed for middle
levels of management or supervisors, The emphasis
is on such things as job safety, job instruction,
and job relations, Other courses for senior members
of staff are given by the Federation of Uganda Empl-
oyers,

C., Capital Equipment, Output, Employment and Wages

Capital Equipment The factory has a modern and
capital-intensive method of production such as might
be installed in a recently-built factory in the Uni-
ted Kingdom or the United States. The machines are
of the latest type, many provided with automatic de-
vices, From the establishment's international conn-
ections, one thinks that the degree of mechanization
is probably determined by the state of international
technological advancement,

As shown in Table I, there are three distingui-
shable phases in the factory's mechanization process,
In the period 1956 to 1960, the productive plant was
installed initially and then the labour force gradu-
ally built up (Brd shift in operation in 1958); pro-
duction kept on rising as plant operating efficiency
improved., Between 1960 and 1963, there was a major
expansion of about 70% in fixed assets, the same in
spindles and more in looms, The important additions
included dyeing and finishing facilities., Another
major expansion started in 1965 and it is estimated
spindles will increase by about 70% and probably
less in looms, This will make the plant amongst the
biggest in Africa.

Expansion and consequent introduction of new
equipment is decided by Uganda Development Corpora-
tion after seeking advice from their managing agents.
The timing of such changes is based on the results
of market surveys. These surveys take into account
changes in the standard of living and other factors
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which may have relevance for people's tastes, For
example, the management at Nytil thinks the present
East African market can now absorb high quality
shirts of Poplin type. Production of such material
is planned in their new expansion and the next stage,
it is hoped, will be in printing.

Output As Table 2 shows, there has been a dra-
matic growth in output in two waves corresponding to
the first two phases of capital expansion noted
above. During the three years 1957 to 1960, using
cloth yardage figures, there was approximately a
doubling in output concentrated particularly when
the factory started operating on a three-shift basis
in 1958. For the period 1960 to 1963, using both
sales value and cloth yardage measures, output again
doubled though it nearly levelled off in 1964, Du-
ring both these three year periods, the annual rate
of growth of output averaged about 25%.

Employment The growth of the work force (see
Table 2) clearly follows the expansionary pattern
of the factory's stages of development but with a
notable difference between the first phase; as the
factory moved into three-shift operations and became
an efficient going concern, employment rose roughly
in line with output. Thus from 1957 to 1960, while
output doubled, employment somewhat more than dou-
bled. The 1960-63 expansion on the other hand, led
to an increase of about 40% in labour force, while
capital equipment was expanded about 70% and out-—
put again doubled, It is hoped that when the pro-~
ject now going on is completed, Nytil will be able
to take on about 1000 new employees, bringing the
factory's total labour force to 3700, This would be
about a 40% increase compared to 55-65% for looms
and spindles and presumably a much larger relative
rise in potential output.

The departments of Spinning and Weaving show a
similar pattern of growth to that of the firm as a
whole, with a more marked difference between the two
rPhases. The other departments which employed relat-
ively few people in the earlier phase, have contin-
ued to expand in the more recent phase, Employment
in administration, engineering, and works (which
does dyeing and finishing) somewhat more than doub-
led from 1960 to 1963, while employment in spinning
and weaving went up only about a fifth,

With regard to productivity trends, the fact
that employment in the 1957 - 1960 period was grow-
ing slightly faster than output implies a small neg-
ative trend in the average productivity of labour.
In the 1960 to 1963 period, however, the picture is
reversed. As shown by the calculations below, out-
put has been increasing faster than employment and
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average productivity of labour has been increasing
at a rate of 11 or 12% per Yyear,

Trend in Output, Employment and Average Productivity

1960-63
Sales Cloth
Value Yardage
annual growth in output 25.1% 26.5%

annual growth in employment 12.7% 12.7%
annual growth in productivity 11.1% 12,2%

Another point of interest is the capital invest-
ment per industrial job., Up to 1960, it was about
£1000 per job (1800 employees, assets £1,78 million),
but from 1960 to 1963 it was something over £1600
(770 additional employees, £1.28 million additional
assets)., Thus industrial expansion even in textile
is a costly way of creating jobs, at least direct
factory. jobs,

Wages Unlike most employers in the country, Nytil
pays on a weekly basis, The factory has a comprehen-
sive job evaluation grading system ranging from grade
1, a new employee on four-weeks probation, to 14, a
wages clerk, then from A, a carpenter, to J, a super-
visor, The higher the grade, the higher the wage.
Each employee is paid a basic rate, which is almost
standard for each grade and then four types of incen-
tive bonuses. The workers have reacted positively to
the incentive wage system, which management regards
as the key factor in the factory's level of perform-
ance.,

There are four types of incentive bonuses, name-
ly conduct, attendance, rotating shift and production,
The latter contributes the biggest share of the take
home pay (T.H.P.). As Table 4 shows, grades 3 to 10
have the highest share of piece rate pay. These are
the grades which are believed to contribute most to
the level of production,

The basic wage for the first four grades is like-
ly to be below the government minimum wage. The T.H.P,
however is higher; as indicated in Table 3, the aver-
age T.H.P, for grade 2 is about 190/~ per month,

A distinctive benefit is that a cash payment of
80/~ is paid on behalf of each employee as a contri-
bution to his Graduated Personal Tax each year. On
the other hand, there is no housing subsidy, as the
firm provides no housing, and workers find accommo-
dation in Jinja.

Since the average T.H.,P. for unskilled and semi-
skilled operatives is higher than the minimum wage,
union activity in this field is unlikely to win
strike cases., The energies of the Union seem to be
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concentrated on getting more welfare and fringe ben-
efits, The discussion between the Union and manage-
ment which took place when the writer was visiting
the factory concerned more holidays. It was, how-
ever, deadlocked,

The departmental distribution of employees among
wage grades is such that there is a concentration of
lower grade employees in Spinning and Weaving., On
the other hand, the higher grades are largely in
engineering and works departments, The more rapid
growth of these departments 1960-1963 implies higher
skills and pay in the whole work force,

A close analysis of the wage structure with the
1962 government minimum wage legislation in mind
shows (Table 4) that while it did not have a dramatic
effect in squeezing the wage structure, it did have a
mild effect in 1963 which was not repeated in 1964
when the minimum wage was unchanged., In 1963, the
increase in grades 3 and 4 was 16-18%, and though
similar increases were gained across the board, these
were smaller in grades higher up - about 10% in
grades 8,9 and 10 and about 5% in grades A - F, 1In
1964, grades 3 and 4 got only 5-7%, and the higher
grades got about the same, One other point to be
noted is that the averages in Table 4 are affected
by incentive bonuses and therefore are not pure wage
rates.

An attempt to get the share of the wage bill in
the crude value added and in sales value (Table 5)
shows that despite capital investment and rising
average labour productivity noted before, the wage
share has been rising and not falling, Moreover,
between 1960 and 1963 the growth of wages was rather
higher than average productivity - 14.9% per annum
against 12.2%. This may suggest that continuing
improvements in productivity are needed to keep up
with an independent wage trend; or it may suggest
that wages adjust to an independent trend in prod-
uctivity,

D, Conclusions

The failure of industrial employment in the
country to grow in recent years has not been refl-
ected at Nytil. Although there has been almost a
levelling off in the last two years, generally
employment has increased rapidly and is expected
to continue to do so, Our analysis clearly reveals
that major increases in employment have occurred at
times when there have been marked increases in equip-
ment, In other words, heavy investment in expansion
of the scale of operations has been the cause of the
creation of new jobs at Nytil., The investment for
each new job created is high, however, and this is
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a significant barrier to generalising from Nytilf's
experience,

Increases in output have kept ahead of
increases in employment in the recent phase of ex-
pansion, 1960-1963, so that average labour product-
ivity has been rising 11-12% per year. These inc-
reases in productivity can be attributed both to
investment in modern machinery, and to general imp-
rovements in operating efficiency; output has expan-
ded more rapidly than either investment or employment,

The fact that labour has been economised in the
60's is probably related to Nytil's efforts in selec-
tion, on-the-job training and the use of incentive
bonuses, and other organizational measures. In part-
icular, the on-the-job training scheme looks, to all
intents and purposes, as though it will remain a per-
manent and essential feature, which might be applied
more generally,

With regard to wages, there have been across-the-
board increases in both 1963 and 1964 with a slight
indication that the minimum wage increase between
1962 and 1963 may have led to larger percentage rises
near the bottom of the scale, even though the Nytil
scale is above the minimum, It is also notable that
at the same time average labour productivity has been
increasing rapidly but it appears that the increases
in wages have been increasing even more rapidly.
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TABLE 3
NYTIL WAGE STRUCTURE JANUARY 1965
Grade Skill- Average Range of Average Share
category Take-Home Take Home of Production
Pay Pay Bonus in Take
Shs/Month Shs/Month HomeyPay
1 Probation 122/45 -
2 Unskilled 190 166 2ho 40
3 & 4 Semi-skilled 237 183 2'° LY
5-10 Skilled 411 293 239 4y
11-14 Highly- 645 586 /32 42
Skilled
. 1109
A-F Supervisors 949 824 36

Note: Wages refer to a 30 day month (4.33
weeks); 48 hours a week, Non-variable
portion of take home pay consists of -
basic wage, conduct bonus, attendance
bonus and rotating shift allowance,
The remainder is production bonus,
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Case Study No.2 Uganda Breweries Ltd.

A. Introduction

Uganda Breweries Ltd., unlike Nytil, 13 a pri-
vate concern. It has a capital of £600,000 subscr-~
ibed by about 800 shareholders. The company which
was incorporated in 1946 did not begin actual pro-
duction until 1950,

The factory situated at Port Bell, seven miles
from Kampala, occupies one of the most beautiful
sites on the lake area, It produces Bell, White Cap,
I.P.A,, and Uganda Tusker beers. Experiments to
brew Uganda Pilsener and City beers were in progress
at the time of the study. The establishment is div-
ided in three departments namely, Production, Engin-
eering and Sales, which are coordinated at manage-
ment level,

B. Employment

Recruitment Uganda Breweries is a small firm and
does not have an elaborate internal organization
such as exists at Nytil, This probably explains why
there are no formal laid~down procedures in the com-
pany's recruiting. Another reason is that the jobs
in a brewery do not require the dexterity and higher
intelligence required in a textile concern.

There have not been large scale recruiting cam-
paigns at the factory in recent years, recruitment
being confined to the need to replace those dischar-
ged or resigning. Generally, the heads of depart-
ments are given discretion to recruit people they
think are suitable.,

In the engineering department, where operatives
have to be either skilled or semi-skilled, the prac-
tice is to advertise in newspapers and at technical
schools, Sometimes they consult the Ministry of La-
bour'!s employment exchange but this latter method,
the management admits, is used less often,

In the production department recruitment is
mainly for unskilled jobs like bottling and sweeping.
The workers are picked from the applicants usually
gathered at the gate or are brought in by old emplo-
yees, but this is normally confined to people like
turnboys and case~loaders except around Christmas or
Easter season when more casual labourers may be tak-
en on., At normal periods, casual jobs are covered
under overtime.

For the clerks and other higher administrative
jobs, the procedure is to advertize in the papers.
The applicants are then called for interview.

Training The company has no specialized training
schools within their departments; staying on the job
for a long period appears the only way an operative
can gain the experience and know-~how of parttular
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jobs., In a brewery, the jobs are not as specialized
as those in textiles so that training unskilled wor~
kers before they are taken on is less imperagtive,
Most of the jobs in which the bulk of the factoryts
labour force engage need simply physical effort,
e.g., cleaning tanks, cleaning the place, loading and
unloading lorries,

The company appears to be putting most of its
training emphasis on middle and senior management
staff, It is contended that an able supervisory
management will be able to direct efficiently the
work force at large. Thus most of the management
have either been to courses in United Kingdom or at
Makerere, or to those given by the Ministry of Lab-
our and the Federation of Uganda Employers,

Tribes The tribal composition of the labour
force is as follows:-

Tribe Employees Length of Service
% of total % of each tribe

1962 1963 1964 1965 0-5 5-10 over
vyIrs yrs 10 yrs

Baganda 29.9 29.3 34,5 27.1 65.8 26.3 7.9

Basamia

(Bukedi) 5.1 9.3 10,0 64.3 28.6 7.1
Acholi 2.6 3.9 3.9 3.6 70.0 20.0 10.0
W. Nile 2,6 3.2 2,7 3.6 Lo.,0 40.0 20.0
Luos

(Kenya) 43,2 46,8 33,3 37.1 60.6 26.9 12,5
Others 16.7 16.8 16.3 18.6 65.4 23,1 11.5

Like Nytil, employees at Uganda Breweries come
from various regions of Uganda and neighbouring
states, But what stands out remarkably on the tri-
bal composition of employees is that for several
years, the Baganda and Luos* have constituted more
than two thirds of the work force at the factory.

In 1963, the Luos were almost half of the total work
force,

Reasons advanced for the large contingent of
Kenyans include the place being easily reached by a
steamer and the factory being located near the three
areas of Greater-Kampala which are densely populated
by Kenyans, namely Luzira, Kiswa and Nakawa, What
is probably more significant than the large number

*¥ Almost all Luos have been grouped as Kenyans,
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of Kenyans is the fact that they stay longer and ac-
cept manual work. For example, over 90% of the Ken-
yans at the factory have been there for at least two
years (compared to about 75% for Baganda).

Promotions Heads of departments usually working
on the advice of foremen decide when and who is to
be promoted, Availability of new jobs in the fact-
ory may speed up the rate of promotion by the "clos-
ing ranks" system, Thus, as management seems to put
less emphasis on retraining and more on learning by
experience, those engaged in manual tasks have to
show willingness and capacity to work and have to
have served for some years before they are likely to
gain promotions. It is in skilled and semi-skilled
jobs that educational background is seriously taken
into account.

Working Hours The company operates on a 45 hour-
week, excluding overtime. General labour works for
eight hours a day. In the sections directly concer-
ned with beer brewing e.g. engineering (boiler and
compressor rooms, water plant) and brew house, ferm-
enting and filter sections, operatives work in three
shifts, eight hours each shift. In "empty bottles"
and "full cases" stores, where work has to be geared
to sales, employees work in two shifts of eight
hours each., The sales people work for eight hours a
day after which they claim overtime allowance,

There is a 24-hour askari guard in four shifts.
Leave and travel allowance is allowed on a scale ri-
sing with completed years'! service up to five years.

C. Capital Equipment, Output, Employment and Wages
Capital Equipment The establishment is heavily
mechanized. The process of beer making apparently
demands careful handling of ingredients to protect
them from contamination and this the machines seem
to do better than human beings., In fact, from the
compressors to the beer-storage tanks, it is all ma-
chine with very few men who make minor adjustments,
Most of the machines were installed before the
factory started operating. The management contends
that changes in machinery which have been made in
recent years were designed either to speed up the
process of beer production or to improve efficiency.
By and large, these changes have been very minor.
This is verified by 1960 to 1963 figures of addit-
ions to fixed assets . (Table 1) - additions of only

109% Pe.a.

A £250,000 expenditure is planned for the 1965/
66 fiscal year, however. This will be an expansion
of about 29% in fixed assets which will increase ca-
pacity slightly less, around 20%, but as noted below
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will have little effect on employment.,

Expansion and introduction of new machinery is
a prerogative of management after consulting the
shareholders. Such expansionary moves are also
guided by market survey results., The 1963/64 sales
figures show that because of the Kampala Agreement,
beér export to other East African countries declined,
For example, exports to Tanzania declined by 61%,
The decline in exports to Tanzania will be presumab-
ly more than offset by increased production for
Uganda due also to the Kampala Agreement under which
imports from Kenya must be reduced. This could be
the only justification for the planned expansion.

Output Output, as Table 2 indicates, increased
substantially from 1955/56 to 1957/58. Then for the
next two years a decline of over 40% in output was
experienced, mainly due to the trade boycott. Since
1959/60 the recovery has been less dramatic but
steady., For cases, the increase has averaged about
4,8% per year from 1960/61 to 1963/64 compared to
about 10.2% for sales value which is inflated by ex-
cise tax, However, the steady recovery was slightly
but genuinely interfered with by the Kampala Agree-
ment of 1963/64,

Estimates after 1965/66 expansion appear very
optimistic., The expansion envisages an increase in
sales of about 54% in cases and about the same in
sales value.

On the other hand profits increased dramatica-
11y in 1961/62, and since then have continued to
increase but at a declining rate, by 34% in 1962/63
and 14% in 1963/64,

Employment The factory's labour force did stead-
ily_FEITgmﬁf_after operations started and by 1956,
it had more than doubled to about the 400 level,
Since 1956, the employment picture is rather gloomy,
For 1957 and 1958, it remained stagnant. The abrupt
fall in output due to the trade boycott cut employ-
ment nearly in half in 1959, from which it recovered
to around the 300 level in 1960, From 1960 up to
the present it fluctuated around the 300 mark, with
20 sign of recovery to the 1956-58 level of about

00.

It is notable that the management envisages a
20% increase in capacity in the 1965/66 expansion
but expects that only 6 to 10 people will be taken
on, This is because the degree of mechanization is
very high, For example in the brew house, which has
an installation of three pairs of large brewing pots
and a milling machine, the company needs only three
or four people to man the operations, In the cool-
ing and collecting tank sections, the major work is
that of cleaning the tanks and the floor, The
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liquid is moved from one vessel to another by automa-
tic pumping. In the bottling hall, washing, filling
and labelling of bottles is all done by machine, and
movement of bottles from one process to another is
made rapid by conveyors and pumps. The only sections
which employ many people are those which store empty
and full cases of beer and the transport section,
Trends in Output, Employment and Average

Productivity 1960/61 — 1963/64

Sales Number
Value of Cases

Annual growth in output 10.2%  4.8%
Annual growth in employment -1.7% -1.7%
Annual growth in average productivity 12.1% 6.6% -

Wages The company pays on a monthly basis. The
starting pay for an unskilled worker is as high as
Shs 180/- per month. This of coursc is higher than
the minimum wage. The trade union, Uganda Breweries
and Beverages Worker's Union, was formally recognized
in March 1962,

Actual figures on 1962 negotiated wage are not
available but as Table 4 shows there were notable
gains especially in the low paid groups. Details of
annual agreements with the Union since 1962 are given
below.

1. March 1, 1963:- agreement for 1 year, by which
the minimum wage was raised from shs 120/- to shs
150/~ per month, with the following consequential
increases:

below Shs 120/- per month Shs 150/- or 25%
between 120/- & 150/- 150/~ or 15%
between 151/- & 285/- 15%
between 286/~ & 460/~ 12%
between 461/- & 850/- 8%
over 851/~ 5%
2. March 1, 1964:- this was a two year agreement

covering 1964 and 1965 by which the minimum wage was
raised from shs 150/- to shs 165/- per month in the
first year and there were the following consequential
increases:

between Shs 151/- & 166/- per month shs 15/-

between 161/~ & 300/~ 20/-
between 301/- & L4oo/- 25/~
over Lko1/- 30/-

Second Year - March 1, 1965

Minimum wage was raised from % 165/~ to % 180/- per month.

Consequential increase:
Between % 165/~ & & 180/ ... PP ves X 15/-
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Between & 181/~ & & 300/~ eee  eso  aes & 25/-
Between % 301/- & & 400/~ cuo  ees cee & 25/-
& 4Ol/- + . .- .. >~ 10/~

Clearly, the 1963 wage agreement nad a inore
marked closing-up effect on the wage structure than
either part one or part two of the 1964 agreement,
As shown above, the increase in 1963 ranged from 25%
to 5% while 1964-65 increases ranged from 14% to 8%,

Estimates of the share of the wage bill in
sales value show (Table 5) that it changed very lit-
tle for about four years 1955-58, and then suddenly
went up in those famous bad years when the factory
was hit by the trade boycott, Since 1960/61, both
in terms of sales value and crude value added, the
share of the wage bill has very slowly declined.

The growth trends from 1960 to 1964 are: wage bill
7.0% per annum, employment —1.7% per annum and aver-
age wage 8.7% per annum. Thus the trend in wages
has been less than the trend in productivity using
sales value (including excise) as an output measure,
but somewhat more than the trend in productivity us-
ing number of cases as the output measure.

D. Conclusions

Summarising, the situation at Uganda Breweries
with regard to employment trends is almost the rev-
erse of what we saw at Nytil. At Nytil, employment
had been increasing and was expected to continue to
do so, At Uganda Breweries, however, employment de-
clined from 1958 to 1960, and has remained stagnant
since then. This state of affairs since 1960 agrees
with the industrial employment pattern in the coun-
try as a whole. What is more distinct is the abrupt
decline in employment at the Breweries from 1958 to
1960.

The question pertinent to our analysis is "why
has employment after partial recovery from the 1959
trade boycott not gone up again to the 1956-58 mark?"
Discussion with the management suggests some poss-—
ible reasons.,

Measures have been taken to economise labour,
especially since 1959, The management contends
these measures were taken to overcome the deficit
resulting from the trade boycott and to meet the in-
creasing wage bill. The economy measures have been
of the two types. Firstly, there has been intensi-
fied training of high level and middle management
staff. Most of the men in these categories have
undergone training and there is clear evidence that
the level of efficiency has gone up due to improved
supervisory measures. Secondly, improved use and
general layout of machinery has reduced the need for
labour. For example, in the bottling hall, machines
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like the washer, filler, pasteuriser, labeller and
other auxiliaries like conveyors and pumps have been
installed in pairs so that in case of breakdown for
one machine, another one remains in operation,

Another seemingly important factor is that it
is clear that the 1959 trade boycott and the recent
Kampala Agreement have interfered with the company's
efforts to expand output., Output in cases in
1963/64 was still below 1955/56 and the average
annual increase in output since 1960/61 has been
only 4,8%,

On wages, there have been notable increases
since 1961 with the highest increases in 1963, The
1963 increase had a definite closing-up effect on
the wage structure, as the major gains were made by
people at the lower end of the scale, The annual
increases in wage bill since 1960 appear to be grea-
ter than increases either in output or average prod-
uctivity.,

Thus one can say that the inability to expand
sales and continuing increases in wages have made
management use labour sparingly by employing organ-
jzational measures and using capital equipment more
efficiently.,

TABLE 1
CAPITAL EQUIPMENT

Year Fixed Assets Additions

(£)
1959/60 795,698
1960/61 811,884 16,186
1961/62 833,319 21,435
1962/63 84l ,124 10,805

1963/64 858,716 14,592
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TABLE &
WAGE STRUCTURE (AFRICAN EMPLOYEES)

Wage-range Numbers
1958 1959 1960 1961 1962 1963 1964

50- 59 199 23

60- 69 22 30

70- 71 15 13 25 63 6

80- 89 27 13 5 8

90- 99 2 14 88 58 3

100-124 21 25 37 27 90 7
125-149 26 13 10 13 42

150-174 13 6 19 20 21 141 121
175-199 11 11 12 7 8 26 12
200-299 32 L2 38 37 L2 52 55
300-399 7 9 17 21 32
400-499 7 10 9 13 14
500-999 11 13 14 18 16
1000-1499 9 6 4
1500+ 3 L

368 190 259 265 261 287 258

Source: Annual responses to Enumeration of Employees,
by permission of Uganda Breweries,
Note: 1962 includes a small number of employees at
Jinja, Mbale, Masaka and Fort Portal depots.
1963 includes 7 employees at Mbale,

TABLE 5

WAGE BILL RELATIVE TO OTHER COSTS
Share of Share of

Value wage wage
of crude bill bill in
Sales major value wage 1in value sales
Year value inputs added bill added value
(£) (£) (£) (%) (%)
1955/56 681329 62682 9.3
1956/57 694455 56908 8.2
1957/58 810920 67271 8.3
1958/59 686073 57624 8.5
1959/60 421574 62270 14,7
1960/61 588395 82831 505564 77523 15.3 13.2
1961/62 654102 96441 557661 78323 14,0 12,0
1962/63 826418 103351 723067 91820 12,7 11,1

1963/64 785815 96940 688875 94765 13.8 12.1
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Case Study No. 3
British American Tobacco (B,A.T.) Uganda Ltd.

A, Introduction

In this case study there will be less technical
probing into such matters as substitution of capital
for labour, capital job ratio etc. because the nece-
ssary information was regarded as classified so that
the B,A,T. management were disinclined to divulge it.
However, B,A,T., is such a highly organized and old
firm that its exclusion altogether would leave an
unfilled gap in our case studies of large employers
of labour,

The Company, like Nytil, has many international
connections, It is part of a world-wide group of
companies, the B,A.T, Company Limited, The B.A,T.
is believed to run over 100 factories in as many as
50 countries. The Jinja factory, the oldest in East
Africa, was built in 1928, The company has its
sales headquarters and also a leaf processing plant
in Kampala and a research centre in Tumbi in Tan-
zania, Factories were opened at Nairobi in 1956 and
at Dar-es-Salaam in 1961,

The bulk of the tobacco leaf is grown in Uganda
mainly in the West Nile District. The company has
gone a long way to promote tobacco growing under the
Master Growers Scheme for which the company provides
aid in the form of technical assistance, equipment
and trained staff, With this aid, the farmers are
able to increase their acreage output,

B. Employment

Recruitment For unskilled or bottom scale emplo-
yees, the company uses the two methods we have come
across before, picking from applicants at the gates
and the Labour Department'!s employment exchange,
Casual workers are employed during the tobacco har-
vest (July to September) and occasionally they are
taken on to do odd jobs at the factory. Some of the
promising casual workers are kept on a waiting list
until a vacancy is available and they are called in,

Most of the skilled and semi-skilled operatives
undergo some kind of training or other, Thus when a
skilled or a semi-skilled job falls vacant, the pra-
ctice is to appoint from the ranks, In cases of
supervisory posts, the company will normally adver-
tise in the papers, For technical staff the company
insists that applicants be in possession of a gover-—
nment trade test certificate, Those who have compl-
eted courses at Uganda Technical College (former
KTl) are also given equal consideration.

For almost all clerical posts, the procedure is
to advertise in the papers. The minimum educational
standard is school certificate or any recognized
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clerical certificate.

The applicants are not employed straight away
but have to go before a selection board, In the
case of unskilled employees, this condition may be
waived., The recruits who pass through this hurdle
are then taken on for a probationary period of
three months., When on probation, they are paid
full wage but are not regarded as established emplo-
yees,

Aptitude Test The company's plans to introduce
an aptitude testing unit in Uganda are almost comp-
lete., At both Dar-es-Salaam and Nairobi, operatives
have to pass such a test before they are taken on,
but these testing units are run by the Governments
of Tanzania and Kenya respectively., The Uganda Gov-
ernment has no such testing unit.

Over the years, the company has got to know its
people., This experience has been used to alter def-
iciencies that would otherwise have existed because
of no aptitude testing. People are carefully super-
vised and are moved from job to job until they are
assigned to the jobs for which they have most aptit-
ude,

The tribal composition of the labour force was
as follows in 1965:

Baganda 20.2%
Basoga 27.6%
Basamia (Uganda) 7.9%
Acholi 6.1%
Kenyans 17.3%
Other Ugandans 15,6%
Other non-Ugandans 5.4%

The tribal composition of employees follows the
pattern we have come across already at Nytil and
Uganda Breweries: the Basoga, Baganda, Basamia,
Acholis and Kenyans form the largest group.

The following statistics of length of service
show high stability:

Years No. of Employees % of total

0 -5 33 8.4

6 - 10 182 46,4

11 - 15 126 32,1

16 - 20 38 9.7
214 13 3.3

As the figures show, over 90% of the factory's work
force has been there for at least five years, The
average length of employment for the factory is 12
years,
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According to U,N, study* the rate of turnover
in 1954 was 8% and in 1962 it had fallen to .5% and
in March 1965 the average of the previous twelve
months was as low as .35%,

The rate of turnover for August 1964 was relat-
ively high (2.5%) because of rumours that the gover-
nment would confiscate all provident funds. The
trend of decline in the rate of turnover is clear
and the people leaving are mainly elderly ones.,

Many reasons have been suggested for the low
leaving rate of the work force at the factory: firs-
tly wages are generally higher than those paid by
most employers in the same area and secondly factory
conditions are good., The employees get free uniform,
medical attention, tea and lunch; the factory pre-
mises are clean and not noisy and work is less man-
ual than elsewhere, These advantages plus diffi-
culty involved in getting new employment and the
fact that people are getting more urbanized combine
to produce a low rate of turnover.

Education The educational composition of employ-

ees 1935 is summarised as follows:

Illiterate 136 3h.7%
P1 - 6 189 48.2%
J1 -3 54 13.8%
S1 - & 13 3.3%

Most of the workers in the factory have either had
no education or have been to Primary Schools only,
This evidence here would seem to agree with our ear-
lier conclusion at Nytil that experience and an int-
ensive on-the-job training programme decide the fac-
tory's labour performance standards and not formal
education,

Promotions The management contends that it is
basing its promotion consideration on two criteria:
merit and length of service. But when the case in
point includes foremen, clerks or accountants, then
educational attainment may be of greater importance.
Opportunities for promotion are limited by the vac-
ancies that become available in the next higher
grade.

Working Hours The factory has no shift system.
It has a working week of 45 hours, 9 hours a day
Monday to Friday, The nine hours include teabreaks
in the mornings and afternoons, Leave entitlement
increases from 18 days to 21 days after a year's

* Social Factors Affecting Labour Stability in
Uganda E/CN/14 SDP 20
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service and allowances are scaled according to grade
between 50/— and 300/—. In addition, compassionate
leave with no pay can be granted; a maternity leave
of three months at half the wage rate is granted.
Miscellaneous cases like sick leave are granted on
individual merit.

Training The company has one of the most compreh-
ensive training schemes in the country.

(1) Operatives. On the job training is the most
important type of training an operative has to under-
take, The training is designed to equip a worker
with a first hand knowledge of a particular machine.
A .foreman or a senior machine operator draws up a
training programme for a particular group of mac-
hines. Then the new employee is put under someone,
The training is given individually or just to a few
and not in "school" as at Nytil. The company used
to train many operatives 'in a group when there were
large-scale recruiting campaigns e.g. for the Nai-
robi factory. When an employee is training for a
particular job, he trains in a grade below that job.
If he is unsuccessful, he is withdrawn and put back
to his former job,

(ii) Clerks, Technical Staff and Supervisory

Staff In addition to Government sponsored
courses e.g. training within industry, the company
has its own training schemes for the above jobs at
its Nairobi training school., Clerks go to the Nai-
robi training School and are taught general princ-
iples of accounting. They are also indoctrinated in
the Company's accounting methods. Technical staff
are mainly taught the setting and functioning of the
machines they are expected to operate. The course
puts more emphasis on the principles on which these
machines run., When they return to the factory, a
similar course in nature is run but this time putt-
ing emphasis on the practical aspect and also putt-
ing special attention to particular needs and cond-
itions of the factory. The courses at the factory
are supervised by technical superintendents of each
department. The supervisors also train at the Nai-
robi school., The course covers both management pri-
nciples and a form of training within industry but
more oriented to the tobacco organization.

All the company's employees in these three groups
have to go through this training at one time or
other. The courses generally last for three weeks.
In addition, the clerks and supervisors attend
courses run by the School of Social Studies at
Kikuyu, Kenya. For all the training, the company
meets the cost.

(iii) Management Formerly the management staff
used to attend courses sponsored by the British
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Institute of Management at the Labour Department
here or at University College, Nairobi, At present
the arrangement is for the staff to attend govern-
ment run courses at East African Staff College and
Federation of Uganda Employers run courses on Indus-
trial Relations.,

New recruits straight from School or College,
are put in the departments for which they are selec-
ted for a period of about a year to two years., Then
for a more intensive technical and management know-
ledge, they may be sent to the company's school at
Sussex in the United Kingdom, which is run by the
B.,A.T. Group. The successful candidates then join
the management rank,

C. Capital Equipment, Output, Employment and Wages
Capital Equipment Like Nytil, B.A.T. Uganda is
capital-intensive and the machines are modern., Since

the standards at which the establishment is being
run are those followed by 'greater!' B.,A.T. it is
pProbable that timing and introduction of new machin-
ery is dictated by international technological adva-
ncement,

Machines making cigarettes in the factory pro-
duce over 1000 per minute, Packing is also done by
machines -~ packing over 5000 cigarettes a minute,
These machines are provided with electrical detec-
tors, which will cause the machine to stop when there
is anything wrong with the packet,

Output The available figures (Table 1) show that
the upward trend in output which must have started
in earlier years ended in 1955, The increase in
1955 over 1951 was of about 25.8%, The annual inc-
rease for those years averaged about 5.9%.

The declining trend started in 1956, In that
year the decline over the previous year was about
42,3%. This can be attributed to the establishment
of a new factory in Nairobi., It is however notable
that when the factory at Dar-es-Salaam started oper-
ating in 1961, the decline in output at the Jinja
factory was negligible, The explanation cannot be
got directly from import figures because imports of
cigarettes into East Africa in 1961 went up by 12,1%,
From 1960 to 1964, the decline in output averaged
about 2.9% per year.,

Employment Table 2, shows that the decline in
employment which began over 15 years ago is still
continuing., By June 1964 the company was employing
71% people less than they employed in June 1950,
Employment declined in those years (1950-55) when
output was increasing at an annual rate of 5.9%.

The annual rate of decline from 1951 to 1955 was
about 6.5%.
With regard to productivity trends, in 1951 to
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1955 when output was increasing at an annual rate of
5,9% while employment was declining at about 6,5%
annually, average labour productivity increased at
an annual rate of 13.3%. In 1960-64 however when
both employment and output were declining but the
former declining faster (6.2%) than the latter (2.9)
productivity only increased by 3.4% each year,

Wages The Company pays on a monthly basis. Like
Nytil, B,A.T. Uganda has a job evaluation grading
system, The grades range from A to C for foremen
and 1 to 5 for skilled operatives and 6 is general
labourers (unskilled).

Grades A & B are confidential or non-Union,
That is, people in these grades cannot take active
part in Union activity. They may however give moral
support to some Union issues,

The grading system at Jinja is based on the re-
sults from the job evaluation exercise which took
place at the Nairobi Factory. In 1960, a job evalu-
ation expert, using the 'point scoring' method, eva-
luated all the jobs in the company's organization,

The starting monthly scale of shs 249,90%
(Table 3) for the bottom grade is of course, one of
the highest in the country. Needless to say, it is
higher than the minimum wage. As many as 65.,6% of
the employees are in the bottom three scales; of the
female employees 91% are in the bottom three grades
compared to 56% of the male employees,

There is a yearly review of increments,

Usually the review in favour of increase or no inc-
rease depends on the results of the factory's gene-
ral performance., If an employee reaches the maximum
of his grade, there will not be any further increment
until he or she is promoted to a higher grade and
therefore a higher wage-scale,

With regard to the wage-—structure (Table 4) the
upward movement since 1958, with the bottom people
moving faster than the top ones has continued. Even
with the inclusion of the company's employees at
Kampala in 1962 and 1963 figures, the major gains in
1963 stand out. For example,in 1962, only 33.3% of
the work force were getting over shs 200/- a month,
In 1963, however, almost all the employees (98.9%)
were getting more than shs 200/- per month. An
analysis of trends in wage bill, employment and ave-
rage wage for 1960 to 1964 shows that the wage bill
increased at 3.3% per annum, employment declined at
6.2% per annum and average wage increased at 10,2%

* This amount incorporates end of the year gift
which the company gives its emplovees,
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per annum., Generally, the wages have been increas-
ing faster than average productivity.

Conclusions The employment behaviour at B.A.T.
Uganda is not the same as that of Nytil because
there employment was not declining., It is not exa-
ctly comparable to the situation at Uganda Breweries
either, because there employment increased for the
9 years of the previous decade and then levelled off.
It agrees with recent industrial employment trends
in the country but the disturbing thing about B,A,T.
Uganda case, is that the downward trend started over
15 years ago.

It is notable that in 1955 when employment had
declined by 36% over 1950, output for the same per-
iod had gone up by about 20%, Since 1956, output
has declined by about 32% while employment has rough-
ly been reduced by half,

There has definitely been some effort to save
labour and from our analysis, the following means
would seem to have been most important:

(i) training; on~the~job training is deeply
entrenched in the company's hiring practices and the
trend appears to be expansion of the company's
investments in creation of skills.,

(ii) increasing mechanization; the technological
standards at which the company is operating are very
high ~ those set by 'international! B,A.T, Here
again, the trend appears to be more use of capital
per man employed,

(iii) better organisation of the work force; this
has been achieved through careful selection methods
and improved supervisory standards due to training
at all levels of management staff,

With regard to wages, the trend has been upward.
In contrast to output declining by about 32% since
1956, the total wage bill has gone up by about 83%.,
Thus the soaring wage bill could be one of the
reasons that has led management to use labour spar-
ingly. On the wage structure, the bottom grades
have made most gains over the years, with 1963 gains
having the biggest closing-up effect.
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TABLE 3
EMPLOYMENT BY WAGE GROUP -~ 1965
GRADE NO OF EMPLOYEES MEDIUM SCALE RANGE
Male Female Shs per month shs

6 65 38 277 .34 304,78
249,90

5 61 Le 362,60 Lo6.70
318.50

4 33 13 458.15 550.76
365,54

3 50 3 578,20 692,86
L63.54

2 23 Vi 726.18 858.48
593.88

1 28 - 940,80 1074.08
807.52

c 23 - 1304,38 1524,88
1083.88

Notes: Grades 1 to 5 are skilled operatives; Grade

6 is unskilled labour. Confidential grades
A & B have 9 male employees. Management 9
male employees and 2 secretaries.

TABLE 4
WAGE STRUCTURE (AFRICAN EMPLOYEES)
YEAR
RANGE 1958 1959 1960 1961 1962 1963
70-79 97
80-89 94 93
90-99 81 78 21

100-124 71 118 130 25 L6

125-149 39 33 122 149 294

150-174 26 22 25 87 105
175-199 14 36 15 25 Ls 7
200-299 88 107 70 80 94 380
300-399 39 35 76 90
L400-499 18 18 26 L2
500-999 L9 39 95
1000-1499 10 13
1500+ 5

Source: Annual responses to Enumeration of Employees
by permission of B.,A.T., Uganda

Note: 1962-63 figures include the company's
employees in Kampala
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Case Swudy No.4 KILEMBE MINES LTD.

A. Introduction

The mines are right at the foothills of the
Mountains of the Moon, The existence of copper in
this part of the country has been known for over
sixty years, but exploratory work on actual ore dep-
osits did not begin until 1948. The exploratory
survey, which included physical layout of the ore
and economic feasibility of the entire mining opera-
tion, was undertaken by Frobisher Limited, a Canad-
ian concern. The mine began production in 1956, the
same year that the Western extension of the railway
from Kampala reached Kasese - 8 miles from the mine.

The process of copper making by the company can
be divided into four stages.
(1) Rock breaking, mainly underground. The copper
content in the rock is about 1.,9-2,0%, This is
about a half of one percent above what is regarded
as the break-even point (1.5%).
(2) A mill, or concentrator, is situated near the
East Gate, in which the ore is ground and crushed.
It is treated with reagents and then produces a con-
centrate averaging about 26 to 30% copper,
(3) The concentrate is transported by pipes to the
drying and filter plant at Kasese.
(4) The company's smelting plant is located at Jinja,
On average 6500 tons of concentrates are received
monthly at the smelter from Kasese and at the time
of this study, about 1500 long tons of copper were
being produced every month,

Kilembe Mines is largely private owned, It has
a capital of £5,970,000 subscribed by Kilembe Copper-
cobalt Limited - a Canadian offshoot of Falconbridge
Nickel Mines Ltd., (70%); the Commonwealth Develop-
ment Corporation (20%) and the Uganda Development
Corporation (10%). The managing agents are Falcon-
bridge of Africa Limited.

B. Employment
Recruitment At the time of the visit, there had

been no recruitment of new employees for about three
months, The mine was in a period of reorganization,
an exercise which involved cutting down labour con-
siderably, but the company has stated since that
this was a temporary measure.,

Initially, the recruiting officer used to go to
Kasese to recruit unskilled workers, but this was
changed to the present system of recruiting at the
Mines Police Control Post about two miles from the
actual mining area. The men looking for jobs come
from both within and without the mining village., It
is believed that nearly 2000 people live in the loc-
ation as dependents and a big fraction of these is




56

unemployed.

Unskilled employees form the largest contingent
at the mine and are mostly in grades E and F (see
Table 2). Those on the surface do ancillary Jjobs
like sweepers and messengers, but the largest prop-
ortion works underground. Each recruit undergoes a
medical examination before he is registered as the
company's employee.

Promoting from the ranks when a place falls va-
cant is a common practice in semi~skilled grades and
these grades are sometimes filled by taking on people
who appear at the mine when there is a vacant post

The skilled grades are filled by screening written appli-
cations and then calling promising applicants for
interview, Clerical and professional posts are usu-
ally advertised in the papers. The tribal composi-
tion of employees in 1964 and 1965 is shown below
distributed between mining and smelting.

1964 1965

Mining Smelting Mining Smelting

Bakiga 1678 3 1933 2
Batoro 872 2 1316 4
Banyarwanda~Barundi 327 2 368 2
Kenyans 226 134 208 138
Banyankore 197 8 216 10
Others 535 157 710 161

3855 306 4571 317

Source: Annual responses to Enumeration of
Employees by permission of Kilembe
Mines.

Despite Kilembe'!s remoteness from main urban
centres in the country, the mine has been able to
attract workers from all over Uganda and from neigh-
bouring states. The Bakiga formed the largest tribe
(38.4%) of all employees at the mine in 1965 and it
is believed that, at one time in the 1950t!'s, they
formed over 80% of the work force.

The immigrant element in the composition of the
company'!s labour force is conspicuous, The largest
group of immigrants come from the usual sources,
namely Rwanda and Burundi, Sudan, Congo and Kenya.
It is noteworthy that the number of Kenyans fell
slightly in 1965 as compared with 1964 while all
other groups increased, The large number of Kenyans
at the smelting plant in Jinja stands out and it is
interesting again to note that, among the Kenyans,
the Luos form over 50% of the labour force at the
mine,

The labour turnover at Kilembe is not as low as
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at B.A.T. (Uganda) which is understandable in view
of the nature of work in a mine. However, consider-
able changes towards labour stability have been tak-
ing place.

In addition to the general reasons like incr-
ease in wages and job-scarcity in the country, part-
icular reasons for stability at Kilembe can be found
in the facilities provided; the company builds
houses and provides water and electricity for emplo-
yees and charges a minimal rent: medical services
are available at the company'!s hospital which is
reasonably well-staffed and there are four schools
for employees' children. Thus with regard to social
amenities, Kilembe compares favourably with larger
towns in the country.

Since, in the history of the mine, most workers
have come from Kigezi, opportunities there influence
labour stability to a certain extent. The scarcity
of land in Kigezi for example has made some Bakiga
go out in search of new opportunities and recently,
the drought and famine is stated by management to
have strengthened this tendency.

Working Hours The mine has a 48 hour working
week, 8 hours a day Monday to Saturday and the mill
operates on a three-shift system,

Training The company has an elaborate training
scheme, There used to be an aptitude testing unit
but this was recently abandoned. The management
contends that since labour is getting more stable
the marginal advantage obtainable from aptitude tes-
ting will be very small. The company knows its lab-
our and knows how to fit the new comers into the
general working pattern., In the high peaks, it is
contended that training alone has been costing about
£3,500 a month,

Most labourers, whether they are going to work
on the surface or underground, undergo some form of
training after recruitment. There is the surface
training school for induction, At this school, wor-
kers are taken to the lamp room and are taught how
to fetch the lamp, they are taught the geography of
the area, meet company personalities and learn elem-
entary mining principles regarding regulations and
safety.

Those who are going to work underground are
taken to the Underground Training School where they
spend about a week acquiring experience in lashing,
tramming, etc.

For operatives such as loco-drivers, machine
operators and scrapers, the training is mostly of
the on-the-job type and is carried out in the Under-
ground School, Most electricians who join the com-
pany are already trained.
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Training for supervisors is undertaken both on
the surface and underground in special courses which
put emphasis on supervisory techniques and the trai-
nees are also taught English, The course is design-
ed to upgrade the standards of middle supervisory
men,

Clerks of almost all levels attend evening
classes where they learn typing, English and elements
of book-keeping and accountancy, Courses are provi-
ded by company personnel and supplemented by those
sponsored by the Extra-Mural Department, Makerere.,

Courses for shift bosses and above were initi-
ally sponsored on a tripartite basis by the company,
the Ministry of Labour and Federation of Uganda Emp-
loyers with emphasis on industrial relations and
management techniques, Recently, however, the com-
pany engaged an industrial relations expert and
therefore it is no longer necessary to run the
course on a tripartite basis,

The mines! training programme is undergoing
drastic scrutiny and reorganization., The moves seem
to be designed to reduce labour but maintain stand-
ards by increasing efficiency, This, it is hoped
can be achieved through intensive training programme
of supervisors., At the moment, there is one super-
visor to every four workers and the plan is to alter
the ratio to one supervisor to ten workers., There
are about 300 maintenance workers underground, the
plan is to reduce this number to 50,

Other measures to be introduced include the
installation of a language laboratory to teach Eng-
lish to workers and Swahili to expatriate officers
and the establishment of an Engineering School to
cater for the company's requirements with regard to
technical training,

C, Capital Equipment

The mine is fairly highly mechanized though not
to the extent of mines like those of Katanga. From
Table 1, it can be seen that build-up of capital
equipment can be divided in two phases, Between
1955 and 1960 there was a considerable and steady
increase of capital, fixed assets over the period
increasing by 54% (an annual rate of growth of 9%),
Capital continued to increase between 1960 and 1964
but at a considerably lower rate than in the first
period, fixed assets increasing by only 15% over the
period (an annual rate of growth of only 3.6%),

At the time of the study the company was in the
process of completely over-hauling the mine structure
and this reorganization apparently has a mechaniza-
tion bias, In the past, the Company could not under-
take such an exercise because of lack of funds but
recent large increases in copper prices have
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improved the Company's financial position so that it
is now able to carry out its programme.

Output Output, except with the short pause in
1961, has increased steadily. In the period 1957 to
1960, sales more than doubled (114%) and output in
tons also almost doubled (94%). In both sales and
tonnage measures, annual increases in the same period
were over 24%, In the 1960-1964 period, however,
increases were not as fast: using tonnage measures,
the annual rates of growth was as low as 5.5% but
the sales value of output increased by 16.5% per
angzm owing to the sharp rise in copper prices in
1964,

Employment Employment nearly doubled in the
period 1955 to 1960 (92%). It is notable too that
output (1957-60) increased by about the same amount
(94%). In the 1960-64 phase, both employment and
real output have continued to increase but at succe-
ssively lower rates: 5.1% and 5.5% P.a., respectively,

Productivity in 1957-1960 increased at a sligh-
tly higher rate (over 12% p.a.) than employment
mainly because output in this period increased fast-
er than employment., Increase in productivity in
1960-1964 phase was pretty low - 0.4% using the ton-
nage measure, These trends in output, employment
and average productivity are summarised below,

Phase i, 1957-1960

Copper Sales

tonnage value
Growth in Output 24 ,8%pa 28,8%pa
Growth in Employment 11.2%pa 11.2%pa
Growth in Average Productivity 12.3%pa 15.9%pa

Phase ii, 1960-1964

Growth in Output 5.5%pa 16.5%pa
Growth in Employment 5.1%pa 5,1%pa
Growth in Average Productivity JAdpa 11,0%pa

An estimate of capital investment per job gives
interesting results, For example, up to 1955, it
was about £2,800 per job and from 1960 to 1964 only
£690 per job, This is almost a reverse of what we
saw at Nytil,

Wages The Company has a job grading system. The
grades are based on a job evaluation exercise which
was carried out by a selected Company Committee in
1961, The Committee used a job description approach
and graded labour from A to F, Grades F and E and
a part of D are paid on a daily rate (i.e. on a 26
day month). Employees in grades E and F (92% of
total) are predominantly unskilled; a large section
of this group works underground, Increments are al-
most automatic "at the time and in the scale laid
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down", Other things which may be taken into account
before annual increments or promotions are allowed,
include: previous experience, the employee's ability
to write and speak English and knowledge of more
than one trade skill,

The Trade Union activity among F and E group
employees is very considerable., An agreement to
last for 26 months was signed by management and the
Union in September 1965, For the first 12 months, F
and E employees were to get an increase of shs 1,04
per day, In the next 14 months, the increase will
only be 56 cents a day. There are, of course, diff-
erent pay rates for employees working on the surface
and those working underground and employees in F
group who work underground receive a production bon-
us on. a measured basis, An attendance bonus of shs
5/~ per month formerly paid to F group working in
the Mill and underground was altered at the 'same
time to an extra day's pay,.

Grades A to C and a part of- D are paid on a
monthly basis and-are employed on contract terms,
Among these groups annual increments and promotions
are recommended on criterion of merit, The starting
rate is largely determined by educational standards
and experience.,

Kilembe is outside the towns covered by the
Minimum Wages Advisory Board and a starting wage of
shs 145/~ (Table 2) can be regarded as high,
However, when compared to other companies like
B,A.T. (Uganda), where the place of work is not only
clean but the work itself is less manual and less
dangerous, labourers and operatives at Kilembe, esp-
ecially those working underground, can be said to be
earning very little extra monetary compensation, but
the social amenities may more than make up for the
conditions of work., Trends in wage bill, employment
and average wage can be considered in two periods as
follows:=-

1957-60 1960-64
Growth in Wage Bill 28.2% p a 6.5 p a
Growth in Employment 11.,2% p a 5.1% p a
Growth in Average Wage 15.3% p a 1.8% p a

There were fantastic increases in wages in the
late 1950s, Wages increased at a faster rate than
employment and productivity., It is difficult to ex-
plain such a large wage increase in terms of unskill-
ed African wages and one is inclined to attribute the
greater part of the doubling in the wage bill bet-
ween 1957 and 1960 to high expatriate salaries but
the company states that this is not so, Kilembe at
that time was still a closed system and jobs like
Assistant Personnel Officer etc, were all European
managed., Recent attempts to Africanize the less
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technical jobs may in the long run prove a success~
ful way of reducing labour costs,

Conclusions

At the time of the study employment prospects
appeared gloomy because of the reorganization scheme
underway but the labour force has since reached a
higher level than ever before,

It is quite evident that the methods that were
noted as being used to save labour in our previous
studies are also in use here,

The growth of wages in 1960s has nearly kept in
line with productivity but the growth of the work
force at the mines means increased demand for social
services, The Company's increasing expenditure on
social services can be regarded as one of the main
reasons prompting labour-saving reorganization
exercises,

TABLE 1
SIGNIFICANT DATA
GROSS TOTAL VALUE
FIXED EMPLOY~  WAGE OUTFUT OF
YEAR ASSETS MENT BILL (Tons) SALES

(£) (No) (£) (£)

1955 5,281,383 1874

1956 6,787,497 2042

1957 6,949,139 2621 348,754 7h67 1,606,563
1958 7,292,809 2352 462,380 10831 2,118,938
1959 17,866,364 3605 641,865 11930 2,838,381
1960 8,129,488 3600 734,427 14515 3,433,718
1961 8,222,761 3760 783,000 13163 3,025,219
1962 8,478,488 Lh71 871,000 15331 3,583,053
1963 8,773,064 4hs59 924,000 15960 3,746,301
1964 9,363,933 4380 943,000 17971 6,334,861

Source: Kilembe Mines files and annual responses to
Enumeration of Employees by permission of
Kilembe Mines
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Case Study No.5 Sikh Saw Mills and Ginners Ltd,

A. Introduction

This is a family-owned Company incorporated in
1936, The Company which has a capital of shs 4,6
million distributed among family members, has many
other business interests in Uganda and Tanzania.,
The headquarters are located on a 9-acre piece of
land in Jinja, On this site are situated the Comp-
any'!s saw mill, plywood and residential estates!
factories, a furniture making department, a timber
drying kiln and a timber impregnating plant. Two
other saw mills are located at Kitumbezi and Naki-
vumbi, a couple of miles from Jinja., The Company
is also erecting a tea factory in Bunyoro,

B, Employment

Unskilled recruits are either got from the
Regional Labour Exchange at Jinja or the factory
gates, People in the category of skilled and semi-
skilled are mostly clerks, drivers and machinists
for whom the Company uses the Labour Exchange and
advertises in the papers., There is no aptitude tes-~
ting unit, but in departments like Engineering the
workers seeking employment are put on a practical
test (e.g. fitting a machine) before they are taken
on,

Promotions are usually made on the recommenda-
tion of Heads of Sections based on ability and sen-~
iority. Passing a trade test also pushes an emplo~
yee into a job with higher pay.

Annual wage increments are a matter of an
agreement between the management and the Union., The
agreement covering 1965 was signed in February 1965
under which an employee receives an increment for
1965 if he has completed 280 days in the previous
year, as follows: unskilled 25 cents a day; semi-
skilled 50 cents and skilled 100 cents

The Company has a 45 hour working week, 8 hours
a day Monday through Saturday. Only the Plywood
Factory operates on a three-shift system (also the
askaris)., The Impregnating Plant works on a two-
shift basis, the rest are on a day shift.

LENGTH OF SERVICE (EMPLOYEES 1965)

Years Number % of Total
0-2 78 22
2-5 190 53
5-10 72 20

10+ 20 5
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Most employees have been with the Company for
over 2 years (over 75%), but for the employees with
less than two years! service, it is believed that
the turnover is high, There are quite a considerable
number of Luos in the Company's work force and with
the relative stable situation above, it would seem
to support our earlier findings, that the Luos as a
tribe are industrially stable, The other reason with
considerable weight in Jinja is that getting employ-
ment is not easy because of a large number of unemp-
loyed,

EDUCATIONAL COMPOSITION OF WORKERS ~ 1965

Standard Number % of Total
Illiterate 104 29
P1-6 175 L9
J1-3 75 21
s 1 -5 6 1

A large number of employees have either had
Primary Schooling (49%) or no education at all (29%).
Education is very helpful to employees aspiring to
semi-skilled and skilled jobs through trade test,
otherwise, the work is largely manual and simply
needs physical effort,

Training The Company has no elaborate formalized
training programme as was the case with other com-
panies that we have examined; this is because the
work is largely manual, It is the practice of the
Company to send some of its technicians to India for
training and sometimes, technicians from India are
brought on secondment to stay with the Company for
two years, At the time of the visit to the factory,
the Company had two people on such a scheme and two
had gone to India the previous year, The personnel
officer and others of similar rank have been to
Industrial Relations Courses organised by the Labour
Department and Uganda Federation of Employers.,

In general, employment policies at Sikh Saw
Mills are different from the policies of most com-
panies studied: on factory or departmental level the
employees are few; there is little formal red-tape
and problems are dealt with in fortnightly meetings
while supervisors or headmen know employees in their
sections well,

C, Capital Equipment, Output, Employment and Wages
The growth of capital in the 1960s has been low
but steady. There was an increase of 14% between
1960 and 1964, an annual growth of 3.5%.,
The mechanization of some of the jobs apparently
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took place in the 1950s, For example, felling trees,
hauling logs, sawing and lifting timber, all of
which used to be done by men, have now been mechani-
zed. There are mechanical saws powered with engines
for felling trees, there are winches to haul logs,
there are band-saws to saw big logs and electrical
cranes are used to remove timber. The management
contends that the use of machines has led to increa-—
sed production and lower costs, the company gaining
a competitive advantage since they can afford to
sell at lower prices.

Output The Company's sales have gone up by about
52% since 1959 (by 27% 1964 over 1960) annual growth
in the same periods being 8.7% and 6.2%.

The major products are timber and plywood,

The timber, especially the Mwle type which is pro-
duced at Kitumbezi and Nakivumbi Saw Mills, is main-
ly for export; the major importing countries are
United Kingdom, Germany and Holland, These external
markets have helped the Company to maintain or to
increase its sales, Internally, the 1960s have been
poor years for the Company because of depression in
the construction industry. Until recently, orders
from construction companies, who had for long been
major customers of the company, have declined and
government orders are usually few, The plywood out-
put was not affected by the decline because the Com-
pany uses this to make tea-chests.

Employment The years 1961 and 1962 are regarded
as very bad years by management because of marked
decline in economic activity in the construction in-
dustry and because of political uncertainty, but
this is not supported by employment figures (Table 1),
In 1961, employment reached its highest level and in
1962, though lower than 1961, it was still at a rea-
sonably high level., Between 1960 and 1964, however,
it declined by 28% (5.8% on an annual basis) at the
same time as fixed assets were increasing,

There are some jobs that are still labour-—inte-
nsive, such as: loading and unloading of timber on
and from lorries and railway wagons, stacking timber
and lifting fletches of timber where cranes cannot
move., The plywood factory uses second hand machin-
ery and it is contended by management that if new
machines were installed, labour would be reduced by
at least 10%,

Growth trends in output, employment and average
productivity 1960 to 1964 show that output increased
by 6.2% per annum, employment declined by 5.8% per
annum and average productivity increased by 15,9%
per annum.

Wages The Company calculates the monthly pay on
a basis of shs 4,25 per day for all employees and
then adds: 25 cents a day to unskilled wages; 50
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cents to semi-skilled and 100 cents a day to skilled
wages, In this connection it should be noted that
shs 4,25 was, up to the end of November 1965, the
minimum wage rate for Jinja,

An analysis of the wage structure (Table 2)
shows that in 1962, that is to say before the minim-
um wage legislation of that year had come into force,
85% of total African employees earned less than shs
100/- a month, In 1963, however, only 25% of the
total African workers earned less than shs 100/- a
month, At Jinja Saw Mill, the wage bill in 1963
with 24 employees fewer was 39% higher than in 1962,
There does not seem to be much doubt that the reduc-
tion in employment, which became very substantial in
1964, can be attributed to the Minimum Wage Law,

An analysis of trends in wage bill, employment
and average wage between 1959 and 1963 (Table 1)
shows that the wage bill has increased at an annual
rate of 7,6%, employment has declined by 5% each
year and the average wage has increased at 8.3% per
annum, Thus wages have been increasing faster than
output, but because of the substantial decline in
employment, average productivity has kept above the
growth rate of wages.

D, Conclusions

Much of the decline in employment at Sikh Saw
Mills can be attributed to two major factors: the
decline in the construction industry which led to
employees of one of the Company's Saw Mills being
declared redundant in 1963, and the Minimum Wage Law,
Other reasons that can be advanced include the fact
that the nature of organization is conducive to
close supervision and that labour saving mechaniza-
tion has been going on,
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TABLE 1
SIGNIFICANT DATA 1959 - 1964
VALUE OF
YEAR  FIXED ASSETS SALES  EMPLOYMENT WAGE BILL
(£) (£) No
1959 408,974 229,189 561 34,276
1960 462,399 273,342 558 35,232
1961 L7h, 451 279,033 682 43,261
1962 483,112 313,273 619 h2,249
1963 498,622 294,608 546 45,863
1964 531,083 347,296 401
TABLE 2

WAGE STRUCTURE 1958-1963 (AFRICAN EMPLOYEES)
Shs per month 1958 1959 1960 1961 1962 1963

Below 30 1
30-39 20 1 48
ho-49 71 103 Ly 78 70
50-59 94 162 25 33 42
60-69 112 141 6 212 71 83
70-79 15 28 105 165 199 28
80-89 7 8 151 61 66 11
90-99 13 19 61 26 56 7
100-~-124 16 27 25 25 32 316
125-149 10 12 22 10 17 28
150~174 20 14 13 16 17 11
175-199 7 7 14 10 9 13
200-299 11 12 18 13 13 9
300-399 2 4
400-499 1 1

Source: Annual responses to Enumeration of Employees
by permission of Sikh Saw Mills,



68
Case Study No.6 Madhvani Sugar Works (Kakira)

A, Introduction

Sugar production is one of the oldest activi-
ties of the Madhvani Group and is now the key indus-
try in the Madhvani Complex., The factory, which
started production in 1930, is located -9 miles from
Jinja in the middle of a sugar cane plantation of
about 19,500 acres, This sugar plantation, the lar-
gest producer of sugar in East Africa, is one of the
most highly developed in this part of the world., A
modern irrigation scheme covers about 6,750 acres
(35% of the estate), an area mostly hit from Decem-
ber to March by annual drought. In the rest of the
year, rainfall is adequate, the annual average being
about 45 inches,

B. Employment

Employees on the estate are employed under the
so called "Contract System'"; this is in part effected
by recruiting migrant labour for which purpose the
Company has Recruiting Bureaus at Masaka and Arua.,
At the Masaka post, workers from Rwanda and Burundi
are recruited and brought to the Kakira Sugar estate
to work, At the Arua post, the Company officials
recruit people from both the Congo and the Sudan.,
These recruiting centres are so well known among the
named groups of employees that the Company does
little publicity work these days. In each case,
workers are recruited for a period of 12 months.,
Their fares to and from Masaka and Arua towns are
paid by the Company, The contract system has been
in operation for such a long time that most employ-
ees presently working on the estate are supposed to
have been contractors twice or thrice before.

Kakira, being near Jinja is in the unskilled
labour surplus area, and since it is estimated that
about 95% of the factory jobs are in the unskilled
category, management has no difficulties in recruit-
ing workers. Most of them have been picked at fac-
tory gates. It is only for the skilled jobs that
the Head Office in Jinja is requested to advertise
the post in the paper.
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Tribes The tribal composition of the labour
force is shown below:

District/Country Plantation Factory
1960 1963 1965 1965
Busoga 28 36 57 288
Bugisu 61 58 49 93
Kigezi 45 20 12 15
Teso 80 27 16 213
dest Nile 358 246 161 218
Jther Ugandans 103 L1 35 372
Total Ugandans 675 428 330 1199
Rwanda~Burundi 3260 4261 3655 143
Sudan 1670 1574 1149 429
Congo 1127 1030 1224 148
Kenya 234 146 136 552
Tanganyika 56 14 31 12
Other non-Ugandans - 1 1 ~
Total non-Ugandans 6347 7026 6195 1284
Non-Ugandans % 90,4 94,3 94.9 51.7

The following points stand out on the tribal
composition of labour force, Firstly it is clear
that the sugar production at Kakira is largely depe-~
ndent upon workers from Rwanda, Burundi, Congo and
Sudan and that the number of Ugandan employees work-
ing at the sugar estate is very small indeed (about
5% in 1965)., At the factory, however, the number is
much larger (48% in 1965). This is also true of
Kenyans,

Turnover figures were not made available but it
appears the rate of absenteeism is fairly high,
Since it is the official policy to repatriate workers
on the estate after they have served for twelve
months, labour stability to say the least, is not
encouraged.,

Workers on the estate work on tasks which the
management allots each employee each day. Employees
who fail to finish the day's task do not get the pay
for that day, but are allowed to complete the follo-
wing day and get their day's pay.

Factory employees work on a shift basis, There
are three eight hour shifts each day Monday through
Friday. Only two twelve hour shifts are done on
Saturdays and Sundays., Employees are paid on over-
time rates for the four extra hours worked on Satur-~
days and Sundays.,

Training There are two training institutions at
Madhvani Sugar Works: the Madhvani Plantation Train-
ing School and the Madhvani Technical Training Cen-~
tre., The former has been in existence for apout six
yvyears, Training is mainly for headmen of plantation
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gangs, The emphasis is on agricultural knowledge
pertaining to sugar cultivation e.g. working of a
tractor, irrigation and soils, Employees who quali-
fy for the courses are those .who have a general wri-
ting knowledge of Swahili and English i.e. those who
can make reports, The course lasts for two years
and usually 20 - 25 employees are taken at one time,

The Madhvani Technical Training Centre started
in September 1965 with.the intention of training em-
ployees working at the factory., Some formal sub-
jects like English, Arithmetic and Geometry are
taught but the emphasis is on technical subjects e.g,
motor mechanics, metal work and wood work, For em-
Ployees to be selected, a minimum education of
Primary Six or Secondary One is required., At the
time of the visit to the factory, there were fifteen
factory employees and five pupils (sons of Madhvani
employees) taking the course which is supposed to
last for a year,

A third form of training is that provided by
the Labour Department and the Federation of Uganda
Employers to middle management groups.,

Some comment would seem to be called for on em-
ployment policy, The contract labour system as it
is pursued at sugar estates in Uganda (subject to'
Government regulation) has certain disadvantages.,
Labour is officially kept unstable and as a result
productivity of labour is kept low, Moreover disci-
pline within the labour movement is weak, consequen-
tly there have been infrequent wild-cat strikes at
these two factories, One reason advanced by the
management as to why they have to recruit labour
outside Uganda is that local people have not been
coming forward to take up cane cutting jobs., It
would seem that a major reason why local people have
not been attracted to the work on the estates is be-
cause the wages (which exceed the township minimum)
are nevertheless low relative to local incomes, It
should be noted, however, that in the factory where
wages are higher, local employees were as many as
48% (compared to 5% on the estate) in 1965, Objec—
tions raised against raising wages on the estate are
based on the ability to pay argument but it has to
be realized that the present migrant labour is not
cheap at all, Recruitment costs are high and to the
extent that local labour could be made stable, out-
put could be made to increase because of increased
man-day efficiency and infrequent labour stoppages,

In the writer'!s view task work as it operates
at this and other estates in Uganda is rather unsat-
isfactory but the companies use it because there is
little supervision required., The workers, however,
resent it because the tasks appear to be arbitrarily
decided. However the task-work done at the Kakira
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estate is quite low compared with what is required
at estates say in Tanzania¥*,

The Personnel Officer (a European) at Kakira
is in charge of personnel matters of all the Madh-
vani Group of Companies and this means that he has
little time to devote to individual company labour
problems. At Kakira, nearly all clerical and super-—
visory posts are managed by Asians. Some of the
Asian supervisors (e.g. overseers or gang headmen)
who deal with labourers at working level have not
been specially trained as supervisors but have been
on the estate many years., Asians discuss all matt-
ers in their own languages and use Swahili only when
they are talking to the African employees. Reports
and some of the company records are kept in lang-
uages not understood by most employees. In this
type of situation, the writer's view is that commun-
ication between management and workers is likely to
be poor.

C. Capital Equipment, Output, Employment and Wages

Capital Equipment Figures on fixed assets were
not made available and therefore it is not possible
to make an analysis of capital-job ratios or growth
in fixed assets over the period.

With the exception of harvesting, the jobs on
the estate are largely carried out by machines. For
example, crop planting and manuring is all done by
machines, weeding is partly done by machines and
partly done by labour. The irrigation scheme on the
estate is largely a machine operated affair,

In the factory, operations are to a large ex-
tent mechanical but a fair amount of manual work
still exists., Management contends that more room
for using better equipment exists but that they are
handicapped by the lack of highly trained labour
which is needed to handle sophisticated operations.

Output For over a decade, Uganda has been produ-
cing more sugar than she is able to consume. The
surplus has usually been exported to Kenya and Tan-
zania., Hitherto, there have been two companies,
Mehta's at Lugazi and Madhvani's at Kakira, respon-
sible for sugar production. As indicated earlier
Madhvani's is the oldest and largest producer of su-
gar.

*¥ There, two tons of cane are cut and loaded by a
single employee, while at Kakira only 1 or 1% tons
are cut but not loaded.
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As Table 1 shows, since 1954 increases in sugar
production have been very substantial., Between 1955
and 1960, output increased by 48.2 per cent or at
8,2 per cent annually, Between 1960 and 1964 the
increase was rather less, 27 per cent or at an ann-
ual rate of increase of 6,2 per cent, Over the de=-
cade the increase was of 88,3 per cent,

Adequate water seemsto be a key factor in
maintaining a high level of sugar output. Since the
introduction of irrigation scheme in 1959, it has
been possible to keep the growing cane fresh in for-
mer dry areas of the estate, The effect of irriga-
tion is shown by the fact that in 1963 it was estim=-
ated that estate-grown cane yielded 63 tons an acre
on irrigated land and on non-irrigated land, the
yield was 45 tons an acre,

Employment Madhvani sugar works is probably the
single largest employer in the country, employment
in the last decade being approximately at the 9000
level, Indeed 1t is noticeable (Table 2) that neit-
her at the factory nor the plantation has any signi-
ficant change in employment taken place. At the
plantation, the labour force has moved up and down
between 6000 and 8000 levels but there was a decline
in employment of about 9,7% between 1955 and 1964,
The factory work force has remained fairly constant
round the 2000 level, The increase between 1955 and
1964 was only 13.5%., Employment between 1955 and
1964 has declined by about 5% compared to an incr=
ease in output of about 88%,

The trends in output, employment and average
productivity during the two periods 1955-60 and
1960-64 are summarised below:-

Tonnage Sales Value

1955-60 1960-64 1955-60 1960-64

Growth in

Output 8,26 paé,2bhpa 9.1% pa8.5%Dpa
Growth in
Employment -1.65pa .86pa -1,6bpa .84pa

Growth in
Productivity 8.,7% p a 4.3 pa 9.6%pa7.7% p a

Thus increases in productivity in the early
1960s have been rather small while the productivity
increases in the late 1950s were moderately rapid,
On cane cutting basis, productivity per worker in
Uganda is pretty low compared to other countries,
For example, productivity in Uganda is estimated at
about ,9 to 1,5 tons per day per worker compared to
about 2 tons a day in Tanzaniaj; 2 to 3 tons in West
Indies and 6 to 7 tons in Australia,

Wages The Company was not able to give figures
on the wage bill but figures published in the
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Companies pamphlet, The Madhvani Group of Companies,
Enterprise in East Africa, show that wages for emp-
loyees on the estate only, increased by 71.3% bet-
ween 1959 and 1963 and at an annual growth rate of
about 14,.4%, It has to be remembered that in this
period, employment on the estate increased by 10,5
and output (in tons) increased by about 48,6,

The wage structure (Table 3) however shows a
large section of the Company's employees in the low-
wage bracket., For example, at the plantation, about
95% of the employees are getting less than shs 150/~
a month; about 31% actually get less than shs 100/~
a month., At the factory, about 80% of the employees
were getting less than shs 150/~ a month by June 30,
1965 but none was getting less than shs 100/- a
month,

The major reason why money wages are low is
that the Company provides free housing, free medical
services and free education for employees! children,
One wonders, however, how the 31% at the estate
survive with their families at less than shs 100/~ a
month, It would seem to suggest that the number of
the Company's work force who have their families with
them to benefit from the free services is small,

D, Conclusions

Employment at Madhvani sugar works has not in-
creased over the past ten years., On the other hand,
there have been considerable increases in output and
employment remaining virtually unchanged there has
therefore been a considerable increase in productiv-
ity, Output per head rose over the period 1955 to
1964 by 7.3%paThis increase in output is not surpri-
sing in view of the contention that one worker can
produce 8 tons of sugar per annum¥*, it would seem
that for a long time labour was being used ineffici-
ently, According to the above contention for
example, total employment at the sugar works should
have been round the 3000 level in 1955 but it was
actually on the 9000 level. Rising costs for hous-
ing, medical services and wages could be a major
factor that has forced management to re-examine
their use of labour and to introduce mechanization
and the irrigation scheme with the resulting incre-
ase in output per head.

* The Sugar Industry in East Africa, by Charles
R, Frank, E.,A,I1,S,R, Makerere, P 100
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CHAPTER THREE

Conclusions From Case Studies

And Policy Implications

This Chapter attempts briefly to bring together
certain significant relationships which are illustr-
ated by _the case studies and discusses some of the
policy implications,

The six firms were chosen either because they
had employment records extending some years back or
because their experience was thought to be particul-
arly relevant, There is no reason why these firms
should be typical - they do not in any sense repres-
ent a sample of all employers and it is therefore
not possible to derive any overall quantitative con-
clusions,

Summary Table A at the end of the chapter pres-
ents the significant relationships which were revea-
led in the case studies, These are presented in
annual rates of change in all cases because the len-
gth of period differs,

Nytil is certainly not typical nor is Kilembe,
because they both expanded their employment at a
fairly high rate, Had they been typical, the aggre-
gate picture would have been very different, The
remaining firms show behaviour which fits into the
general pattern - differing increases in production
consistent with an average similar to that of the
employment sectors of the economy (excluding agricu-
lture and construction) over the period,

Unfortunately the period for which data is com-
plete for all firms is so short that it is difficult
to distinguish changes in the capital-labour mix
from variations in capacity. However, the signific-
ant data at least for the period 1960-63 is shown in
the table and from this it is possible to compare
the experience of the six firms since all changes
have been reduced to an annual basis., A few genera-
lisations are possible,

In the cases where capital figures are availa-
ble the table shows that only Kilembe reduced its
capital intensity but this probably only reflects a
gradual working up to capacity of the major items of
capital equipment, Sikh Saw Mills increased capital
intensity most, which is not surprising because the
operations lend themselves to a choice between rela-
tively unskilled labour and machines, The price of
the former having been forced up, employment was re-
duced at 5.8 per cent per annum in spite of produc-
tion increasing at 6.2 per cent per annum, giving an
increase in labour productivity of 15.9 per cent per
annum - much the same as that calculated for the
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economy as a whole excluding agriculture and constr-
uction, This would seem to be typical experience,

Nytil is an exceptional case in which produc-~
tion was expanding very fast and both employment and
capital increasing, yet here too, the capital-labour
ratio rose by 5.7 per cent per annum., In all the
remaining cases, employment fell during the period
in spite of rising production,

In Summary Table B (last page) an attempt has
been made at assessing the relative importance of
the several factors leading to increased productiv-
ity. The various factors to which the observed inc-
rease might be attributed have been ordered in impo-
rtance on the basis of the writer's own assessment
in the light of each case study.,

Before commenting on some of the policy issues
involved, it will be convenient to give a brief sum-
mary of the nature of employment problem in Uganda.

Wage employment, which is a small fraction of
total population, has in the past decade been dwind-
ling., Between 1948 and 1964 the African population
in Uganda has gone up by 49 per cent but wage emplo-~
yment has actually been declining. As shown in
Table 1 (below) African wage employment as a percen-
tage of total population has declined from 3.2 per
cent in 1948 to 2,9 per cent in 1964,

TABLE 1
AFRICAN WAGE EMPLOYMENT

% OF TOTAL AFRICAN POPULATION
1948 152 154 155 156 157 158 159 160 '61 '62 '63 164

3.2 4,0 4,2 4,0 3.8 3.7 3.6 3.5 3.5 3.3 3.1 2.9 2.9

Source: Statistical Abstract

An attempt at labour force projection using
1959 population census figures, shows that urban
working-age population (16=49) will increase from
250,900 in 1965 to 347,800 in 1971. In other words,
in the period covered by Uganda's Second Five Year
Plan, there will be 96,900 more men and women of age
16=49 in urban areas at the end of the plan period
than at the beginning. If one assumes that all urban
working-age men will require wage employment and
only 20 per cent of the working women, then by 1971,
there will be about 65,000 more people needing jobs
in urban areas than in 1965. If we allot 45,000 of
the 100,000 new jobs forecast in the Plan to urban
areas, as the plan does, then the prospect is that
Uganda will have 20,000 people added to the perman-—
ently urban-unemployed in the Plan period. If these
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figures prove to be correct they imply that the pre-
sent estimate of approximately 6 per cent urban un-

employment will go up into the region of approxima-

tely 8 per cent by 1971,

The Uganda employment situation resulting from
the high natural increase in her population, is
compounded by the immigrant element which has chara-
cterised its labour force as far back as the 1930s,
From the late 1930s to the mid 1950s, Ugandal's econ-
omy enjoyed a boom, At the start of the period
wages were very low so that the incentive for Ugan-~
dans to leave their land for wage employment, with
limited cash wants at that time, was very weak,
There was therefore a labour shortage in the country,
Consequently, labourers were recruited from Kenya,
Rwanda and Burundi (then Rwanda-Urundi), the Congo
and the Sudan. Characteristically, the Kenyans and
possibly the Sudanese have generally worked in indu-
stry while people from Rwanda and Burundi have been
employed by Baganda cotton and coffee farmers and on
sugar estates., The Ugandans, especially those in
the southern and western parts of the country, who
were able to come forward for wage employment, were
to all intents and purposes target workers, that is
to say they had limited cash wants which they could
satisfy within 3 to 6 months and then return to their
land.

Superimposed on this increase on the supply
side, has been a change in the relationship between
urban wages and incomes from cash crop production.,
The great increase in the former combined with stag-
nation or declines in the latter have caused an
excess supply of urban labour,

TABLE 2
AFRICAN EMPLOYEES FROM OUTSIDE UGANDA 1960-1964
1960 1961 1962 1963 1964

Congo 5624 4895 5179 L4822 5401
Rwanda-

Burundi 26746 25434 27589 24904 27638
Kenya 18844 18071 16949 16549 15311
Tanzania 2903 2388 2348 2174 2123
Sudan 6671 7088 6429 6675 6212
All Others 1654 1321 1549 1435 1290
Total 62442 59197 60043 56559 57975
As % of Total

Employed 27.3 26.8 27.7 2741 27.1

Source: Ministry of Housing and Labow
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Note: Domestic servants and Rwanda-Burundi
porters employed in rural areas are not included in
the foregoing table,

Table 2 (p,78) shows that while employment in
the 1960s in Uganua has declined, the fraction of
non-Ugandan employees (about 27 per cent) has remai-
ned relatively stable., This means that very many
more Ugandans than non-Ugandans have lost their jobs,

In addition to the non-Ugandans recorded on
pP.78, there are about 200,000 non-Ugandan Africans
in the country., About 100,000 are in employment in
rural areas and are largely from Rwanda and Burundi;
the rest (about 100,000) are refugees from Rwanda,
Burundi, the Sudan and the Congo, After refugees
have settled down, they are not prevented from seek-
ing paid employment in the country.

Summarizing then, it cannot be stated in too
strong terms that employment creation remains a big
challenge to any government or economic planner,

The widening gap in income and social amenities bet-
ween urban and rural areas continues to attract the
underemployed reserve in rural areas to seek to im-
prove their lot by looking for new opportunities in
the modern sector, Another group attracted to towns
are the young primary school leavers whose aspira-
tions for white collar jobs are very high,

It is becoming increasingly accepted among eco-
nomists that economic development may not create
enough employment to keep pace with population incr-
ease, The Uganda case can, to a certain extent, be
cited as an example, As we have seen, while monet-
ary G,D,P, increased by 61 per cent between 1954 and
1964, employment declined by 13.2 per cent in the
same period, Structural changes in the economy can
be expected to lead to declines in employment in some
sectors so that for the overall level of employment
to increase, other sectors must expand considerably;
this certainly has not been the case in Uganda
during the last decade,

At the risk of stating the obvious it is clear
that we are developing at the wrong time., The prod-
uction techniques in the industries which are being
established in developing countries are biased in
favour of capital (the scarce factor) and against
labour (the abundant factor), This is due partly to
the dictates of international technological advance-
ment and partly to the fact that, in countries where
capital and capital equipment are obtainable, the
equipment is designed on the assumption that labour
is the scarce factor. Moreover, since it is becom-
ing fashionable to give "tied aid", this narrows
still further the choice open to developing count-
ries as to the techniques they employ and they have,
perforce, to accept much machinery that is essent-
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ially labour-saving, Moreover, the large investing
firms in developing countries are generally branches
of big established companies in developed countries
with the result that the branches stick more to the
latest production techniques in use at "Home"
because this is what they are used to, and pay
little attention to the requirements of national
factor proportions, It is suggested that Nytil and
B.A.T, might have found a more labour intensive tec-
hnique to give the same profit had the necessary
research been carried out; and even if this were not
possible it is arguable that they should have been
induced to accept a sub-optimal technique for social
reasons,

Closely related to this question of choice of
technique is the question as to what extent the fail~
ure of employment to expand can be attributed to
rapid increases in wages, While there is no evid-
ence that rapid increases in wages have prevented
potential firms from being established, evidence to
the effect that already established firms have, in
recent years, used labour very sparingly, does exist,
Increases in wage rates do, in some cases, motivate
firms towards changing the technology they have been
using in a more capital intensive direction, Be~
cause of the Minimum Wage laws and other "high-wage"
pressures, firms have resorted, not only to substit-
ution of capital for labour, but to measures like
training workers and supervisors, and more efficient
use of capital and labour; measures which have resu-
lted in a reduction of employment because the produ-~
ctivity of the few has been raised,

Investment in skills may be a good thing but
rapid mechanization resulting in many people staying
idle is another matter. If, however, one accepts the
argument that experience over the years would have
led the firms to check whether labour was being used
efficiently or not, then minimum wage legislation has
only accelerated the pace at which people have been
pushed out of employment, To the extent that these
people would not have been in employment in the first
place but for very low wages causing labour to be
treated like a free good, the "slack" has now been
taken up, This means that the experience of the last
decade may have been unique and the prospect brighter
than this period suggests,

A 'high wage economy'!, which appears to be the
official policy of the Uganda Government, may enhance
the acquisition of more skills and hence lead to con-
tinued increases in productivity - but, as has been
said before, greater productivity must receive a
mixed response in a developing economy if, as would
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be the case with a continuation of the present rate
of increase, unemployment, not to mention under-
employment, is here to stay.

Is there a way out of this situation? The
Government, although quite aware of the problem,
does not seem to have a new approach on the employ-
ment front. As has been indicated before, the pol-
icy appears to be "development first and employment
next", In the Uganda Second Five Year Plan even the
100,000 planned jobs do not increase wage employment
(as a percentage of total population) to the level
of early 1950s,

New solutions will have to be sought, particul-
arly as follows:

(1) more selective training programmes for workers.
At the moment the lack of middle-level type of skill
has prevented firms from using some labour intensive
techniques;

(2) investigations to find out what type of cottage
industries on a large scale (Japanese type) could be
introduced in Uganda., This would instil the spirit
of participation at the village level;

(3) labour-intensive programmes to be introduced in
these sectors where government has control, direct or
indirect;

(4) a re~examination of the wage/salary structure
with a view to halting escalation of salaries espec-
ially at the top., The wages and salary structure
must have relevance to the country's economy,
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