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EXECUTIVE SUMMARY
Objective
Using the Zambian legal framework and laid down international labour standards, this study has
evaluated the working conditions of mineworkers in the Northwestern Province with a specific focus
on Kansanshi Mining Plc. and Lumwana Mining Company. The aim of this study was to evaluate the
work conditions environment in the mining sector in Solwezi in order elicit advocacy efforts and
remedial action that should help ameliorate the situation if not completely eradicate the identified ills
in the mining labour sector in Zambia.
Methodology and Sample
Between February 25th and March 25th 2016 the consultant undertook a work conditions survey and
conducted semi-structured interviews with representatives from key government ministries,
employers and workers’ organisations and other stakeholders. The consultant also interviewed the
Human Resource (HR) Managers, the CSR and the Safety and Health (S&H) Managers at Kansanshi
Mine as well as union leaders in at Lumwana and Kansanshi. All the interviews were done separately.
Others who were interviewed were representatives from relevant government ministries, workers’
and employers’ organisations in Lusaka, Kitwe and Solwezi.
To achieve its objectives, the study was also conducted by desk review of the laws, policies, and
administrative documents and reports of empirical research on the situation of work and labour
conditions in the mining sector in Zambia.
Data collection, based on the use of specific questionnaires, went as planned in Kansanshi except
for Lumwana, where management refused to grant access to the mines and thus to collect
information directly from management and workers. In order to compensate for this gap, the
consultant interviewed the union leaders from Lumwana. The consultant also interviewed the
Principle Labour Officer from the Solwezi Labour Office and also used secondary data available from
the Solwezi Labour Office.
Findings
The following are the key findings of the study:
Labour administration system
The study found that the laws governing labour administration are patchy and in some cases old and
inadequate to deal with labour issues in the mining sectorThe study has also found that the parent
ministry, the Ministry of Labour and Social Security and the Mines Safety Department have been
unable to fully discharge their mandate in this area due to inadequate budgetary allocation which in
turn has resulted in lack of or poor infrastructure, material and manpower resources.
Disparities in Conditions of Service
The study found the existence of disparities in the conditions of service between payroll workers and
contractor hired workers as well as between local and expat workers. It is a violation of the principle
of equal work for equal pay.
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Conditions of Service for Contractor-Hired Workers
The study found that the conditions of service for contractor-hired workers are by and large poor and
need serious attention. Particular attention should be paid to the question of contracts, salary levels
and freedom of association.
Occupational safety and health standards
The study found that the occupational health and safety standards are high at both mines. However,
the study highlighted situations where workers have been called upon for work when they were still
unwell or where worker were still nursing an injury from an accident.
Freedom of association and Collective Bargaining
The study has identified challenges with regard to the freedom of association among contractors.
The study has also highlighted the existence of anti-union behavior even among the main mining
houses.
Discriminatory practices and differences in access to opportunities
The study found the existence of discrimination in the work places on account of age, race, ethnicity
and disability. There is also a highlighted case at Kansanshi of the number of expatriates in
managerial positions that by far exceeds that of Zambians. As already noted, differences among the
same general workforce positions between expats and Zambian nationals with regard to salary,
benefits and even access to services have also been highlighted.
Salary Levels
Even though the salary levels for payroll mineworkers are by and large good and above the minimum
wage, the study pointed to the existence of unskilled and semi-skilled payroll workers whose earnings
fall below the minimum cost of living established by the JCTR basic needs basket.
Casualization of the mining Labour force
The study has pointed to the high levels of outsourcing at both Kansanshi and Luwmana. This is
one of the major causes of casualisation and needs to be followed up on.
Work-Life Balance
Existence of labour practices that distort work-life balance have been highlighted in the study. The
study has also paid attention to the fact that in promoting and ensuring work-life balance the labour
law does not go beyond maternity issues to cover other matters of work-life balance.
Recommendations
In order to guarantee sound labour practices and decent jobs in the mining sector this study has
made the following recommendations:
On Labour administration system
We recommend the creation of a mechanism to harmonise labour administration system and to
promote exchanging of information among relevant institutions like the MSD, OHSI, even MLSS OSH
Department in order to improve the quality and consistency of current registration systems We
recommend the review of the ILRA.
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On Disparities in Conditions of Service
Introduce a sector-based minimum wage, specific to the mining sector. The minimum wage should
apply to all actors in the industry including contractor firms. There should be provision for the regular
review of the minimum wage bearing in mind changes in cost of living, prices, productivity, etc.
On Conditions of Service for Contractor-Hired Workers
That mining houses find a way of harmonizing their labour practices with that of their entire supply
chain.
On Freedom of association and Collective Bargaining
We recommend the review of relevant Labour Laws in order to improve compliance with ratified core
conventions (e.g. C87 and C98) paying particular attention to the promotion of the right to strike and
right to form or belong to a trade union.
On Discriminatory practices and differences in access to opportunities
We recommend review of the law to put a cap on the percentage of expatriates that may occupy
both specialized and non-specialized workforce positions, where Zambian workforce is available.
Introduce legislation to specifiy the minimum number of Zambians to hold managerial positions.
On Salary Levels
We recommend the review of the current Minimum Wage Act and an ongoing bi-annual review of
the Act.
On Casualization of the mining Labour force
We recommend the introduction of limitations on the type of core operations that may be outsourced
within companies.
On Work-Life Balance
More work needs to be done by GRZ to develop legislation that will promote company policies that
reconcile work and general family responsibilities beyond maternity issues like flexible work
arrangements.

1.0 BACKGROUND TO STUDY
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The Jesuit Centre for Theological Reflection (JCTR), a faith based organisation and a ministry
of the Society of Jesus (Jesuits), began implementing in partnership with Diakonia and the
Embassy of Sweden, the Social Accountability Project (EASEJ) in Solwezi in the North Western
Province in 2014. This project is being implemented through partnerships with local communities
in strengthening the accountability of duty bearers, who include the mining companies, local
authorities, traditional leaders, the Ministry of Health and the Ministry of Education in promoting
social and economic justice. The project is targeting traditional leaders, religious leaders, the
media, local state institutions and communities through capacity building and establishing
platforms for dialogue and participation of communities in planning, implementation and
monitoring of public projects in their communities.
One of the outcomes the project is contributing to is Outcome 1 of the Programme that entails
the following: Targeted corporate sector acts transparently, is accountable to the rights holders
and contributing to socio – economic justice in targeted districts of North Western Province.
Under this outcome is the following intermediary outcome 1: Targeted Corporates are
Demonstrating Good Corporate Citizenship. There are a number of activities that have been
designed to ensure intermediary outcome 1 and main outcome are achieved. One of the
activities that have been designed in the annual work plan is activity 1.1.14. This activity entails
conducting an assessment of adherence to ethical labour practices by Kansanshi Mine,
Lumwana Mine and Contractors attached to these Mines to check whether these mining
companies are demonstrating good corporate citizenship. The study is to explore the following
areas; payment of just wages/salaries (the JCTR Basic Needs Basket for Solwezi and the
government minimum wage law will be the yard sticks), avoidance of casualization and
adherence to ensuring workers enjoy a safe working environment.
1.1 Objectives
With the objective of providing a stronger evidence base for labour practices, policies and
legislation and for developing measures to improve implementation and enforcement, the Jesuit
Centre for Theological Reflection (JCTR) has commissioned survey of working conditions and
employment practices within the mining industry in the Northwestern province of Zambia. There
are three major objectives of this study or assessment;
o To identify the main departments at Kansanshi Mine and Lumwana Mine and
Contractors attached to these Mine and gather information on bands of salaries or
wages prevailing especially where majority employees fall
o To gather information about terms of employment prevailing and their magnitude in
identified departments
o To gather information pertaining to adherence to ensuring safe working conditions.
1.2 Scope of Work
• Review literature on JCTR Basic Needs Basket for Solwezi and other labour
standards such as minimum wage as these will be used as basis for establishing
adherence to just salaries and wages by Kansanshi Mine and Contractors

8
Electronic copy available at: https://ssrn.com/abstract=3714398

attached to this Mine
• Review literature to guide conclusion on adherence to ethical labour practices
• HISTORICAL Make recommendations based on the study findings
• Conduct a validation exercise on study findings with various stakeholders at
district level. The JCTR shall use the platform to begin engaging various
stakeholders
2.0 CONTEXT OF THE MINING SECTOR AND LABOUR ISSUES IN ZAMBIA
Zambia, with more than 750,000 sq. kms of surface area, is endowed with significant mineral
resources. In addition to being the world’s second largest reservoir of copper geologists have
also indicated the presence of deposits of precious and semi- precious stones and minerals
including gold, emeralds and silver. Geologists say that there are significant deposits of other
minerals, which are currently under exploration. The current contribution of the mineral sector to
the GDP is not satisfactory, although this share has the potential to increase. To understand
why, it is necessary to briefly examine the historical development of the mining sector in Zambia.
2.1 The historical development of mining in Zambia
The discovery of minerals in the early 20th century in northern areas of Zambia brought the
country a fortune that was to propel its development prospects. During the 20 th century, the
copper industry became the hallmark of Zambia’s exports and economy as foreign
companies intensively exploited Zambia’s copper before independence and during the first
six to seven years after independence. Buoyed by rising copper prices in the early years of
independence, the Zambian economy flourished. However, in the mid 1970s the economy
took a serious downturn. This was on account of a sharp increase in the price of Zambia’s
main import, oil, in 1973 accompanied by a major collapse in the price of Zambia’s main
export, copper, which occurred in 1974. The crisis was expected to be short-term and
temporary but it turned out to be a long one and spanned the latter part of the 1970s way
into the 1990s. This situation put Zambia’s balance of payments under great strain. In
response to this long crisis, which lasted when a newly and democratically elected
government took over in 1991, it introduced liberalization and privatization of key sectors of
the economy, which ran as parastatals (government owned) shortly after independence in
1964. Despite the introduction of liberalization and privatization in order to increase foreign
direct investment, the 1990s were a a time of great difficulty for Zambia. The further decline
of copper prices in the 1990s alongside the Zambian economic crisis of the preceding two
decades led to a sharp decrease in mining investments and copper production, as well as a
drop in Zambia’s percentage share of global production (all of which attained their lowest
level by 1999). The government-run Zambia Consolidated Copper Mines (ZCCM) was
making a loss of US$ 1 million per day. As a result, between 1998 and 2002 the mines were
privatized with the Zambian government retained only retaining 15% stake in the newly
privatized mines through the Zambia Consolidated Copper Mines Ltd Investments Holdings
Plc (ZCCMS-IH).
However, at the beginning of the 2000s, things suddenly got better. Aided by positive
changes in the external environment which included the increasing price of copper on
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account of rising demand for commodities in China, the progressive liberalization of the
sector brought increased growth to the national economy and the mining sector rebounded
from the crunch of the 1980s and 1990s. The copper prices remained buoyantly high for the
next decade or so peaking US$ 9,000 a tone in 2007. This was a big boost to the mining
industry, which led to increased investment into the sector with massive mechanization. It is
estimated that since between 2000 and 2012 the new private mine owners invested
approximately U$ 11 billion into major investment projects. This has led to increased output
comparable to the highs of the early 1970s when production peaked 750,000 tonnes per
annum. Estimates indicate that by 2014, Zambia was ranked the world’s 8 th leading producer
of copper, with a total production of 760,000 tons in 2013. The increased investment in the
mining sector after privatization brought notable economic and social benefits to Zambia.
The burgeoning mining sector led to employment boom in the sector and according to mining
companies’ estimates, in 2014 the mining companies in both the Copperbelt and
Northwestern Provinces were providing direct payroll employment to 20,300 workers and
contract employment to 35,900 workers. It is further estimated that by 2012, contributions
from mining sector amounted to 86% of foreign investment, 80% of exports, more than 25%
of government revenue and more than 10% of the Gross Domestic Product (GDP) in
Zambia.
However, this growth has come with its own challenges a number of them being very serious
ones that encompass environmental and human rights issues. As already noted increased
mining investment was accompanied by increased mechanisation. Increased mechanisation
implied that production shifted from labour intensive to capital-intensive processes. At the
same time it must also be borne in mind that during the 1990s and 2000s, Zambia changed
from the welfare society model of the ‘70s and ‘80s, which provided a number of direct and
indirect benefits to workers, to a capitalist model based on the optimization of profits. It is
no wonder that despite the phenomenal growth of the mining sector in the first decade of the
21st century estimates show that the sector provides only 1.7% of direct employment in the
country. Furthermore, the 2012 Labour Force Survey estimates indicate that the mining
industry, despite being the giant it is in Zambia accounts for only 21% of the formal private
sector employment in Zambia.
Thus, it is thus that the new business model brought changes that have several implications.
With regard to labour issues, the new business model has precipitated changes in human
resource (HR) management practices that have affected the contracting of labour, terms of
engagement and benefits provided to workers by new economic agents operating in the
sector.
2.2 Trade Unions and Collective Bargaining in the Zambian Mining Sector
During the ZCCM era, mineworkers were represented by Mineworkers Union of Zambia,
affiliated with Zambia Congress of Trade Unions (ZCTU). Under the privatized mining
sector, the number of unions has grown. Currently, six mining trade unions operate in
Zambia. These are the the Mineworkers Union of Zambia (MUZ), the National Union of
Miners and Allied Workers (NUMAW); the United Mineworkers Union of Zambia (UMUZ);
the Mine Contractors and Allied Workers Union of Zambia (MCAWUZ); the Consolidated
Miners and Allied Workers Union of Zambia (CMAWUZ) and the Gemstone and Allied
Workers Union of Zambia (GAWUZ).
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Paradoxically, dspite the growth in the number of mining sector unions during the past
decade and half of a privatised mining sector, the official workforce figures decreased from
48,000 unionized (payroll) workers to 28,000 unionized workers. As noted, given the current
private-ownership mining business model, HR practices have undergone a significant shift
with an increase in outsourcing and in short-term contract jobs. As the number of payroll
workers in the sector keeps falling, the number of unionized miners keeps falling. The falling
number of unionized workers has also been attributed to the perceived harassment to
workers who engage in trade union activities. Even though little information on anti-union
discrimination in practice exists, the International Trade Union Confederation (ITUC)
reported two cases in which some mining workers were punished for work stoppage.
2.3 Labour Administration, Labour Law, Policy And Institutions In Zambia
The Ministry of Labour and Social Servrices is the Government Ministry responsible for
matters related to employment and implements the labour policy. The ministry is organized
into five departments and two units (Planning Unit, Accounts Unit). The Department of
Human Resources and Administration (HRA) is mandated to coordinate training activities
and mainstream HIV/AIDS activities in the Ministry, plan Human Resources and provide
administrative and logistical support to the Ministry. The Department of Labour (DOL) is
responsible for the enforcement of labour legislation; collecting, analysing and compiling
labour statistics; promoting and maintaining sound industrial relations; operating a free
employment/placement service; implementing, controlling and managing programmes on
the elimination of child labour and conducting labour inspections. The Social Security
Department (SSD), inter alia, formulates and reviews social security policies, laws and
benefits, endeavours to meet the social protection needs of groups currently excluded from
coverage, and monitors trends. The National Productivity Development Department (NPDD)
promotes productivity to enhance economic growth and uplift the living standards of
Zambians. The Department of Occupational Safety and Health (DOSH), inter alia, enforces
OSH Legislation, conducts investigations on occupational accidents and dangerous
occurrences in factories and construction sites and carries out research on occupational
diseases, providing guidelines on hazardous operations at the workplace.
Other institutions involved in labour administration include the Zambia Federation of
Employers representing employers and the Zambia Congress of Trade Unions and
Federation of Free Trade Unions of Zambia representing workers, the Permanent Human
Rights Commission (PHRC) and the Tripartite Consultative Labour Councils constituted in
section 84 of the Industrial and Labour Relations Act, Cap. 269.
Given the predominantly private-sector led mining industry in Zambia, it is imperative that
work conditions for workers be surveyed from time to time and that company operations be
inspected for compliance with labour standards related to working conditions. In Zambia the
main legal instruments governing labour affairs and work conditions are the Employment
Act, Cap 268; the Industrial and Labour Relations Act, Cap 269; the Employment Act (special
provisions), Cap 270; the Worker’s Compensation Act, Cap 271; the Zambia National
Provident Act, Cap 273; the Employment of Young Persons and Children Act, Cap 274; the
Minimum Wage and Conditions of Employment Act, Cap 276; the Factories Act, Cap 441;
the Preferential Claim and Bankruptcy Act, No. 9 of 1995; the Pension Scheme Regulation
Act, No. 28 of 1996; the Worker’s Compensation Act, No. 10 of 1996; the National Pension
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Scheme Act, No. 40 of 1996 and the Zambia Institute of Human Resources Management
Act, No. 11 of 1997.
The new 2016 Constitution now provides for the right to work and to just and favourable
conditions at work, including fair remuneration. Issues of work conditions, which include the
minimum wage, need to be given the eminence they deserve. The Ministry of Labour is
responsible for enforcing minimum wage and workweek standards. However, Labour
administration in Zambia, which is a key tool to achieve decent work, remains underfunded.
The 2012 International Labour Organization, Decent Work Country Profile revealed that
enforcement was weak mainly on account of inadequate funding and a shortage of staff to
execute inspections. According the labour department in Solwezi, the situation has not
changed todate. In some cases, it has been reported that companies have been asked by
labour and environmental inspectors to pay for fuel and per diems in order to visit company
sites and this clearly compromises the objectivity of their work.
This situation is exacerbated by physical factors of distance in the Northwestern Province,
which affect the coverage of inspection services by the labour officers. The distance
between Labour Inspection Offices in Solwezi is at some distance of close to a hundred
kilometres and more away from remote mining. Given the already mentioned difficulties in
accessing operational resources, inspections in some ming sites are not carried out. Added
to this is that follow-up mechanisms are weak. At times staff at the Labour Office in Solwezi
are unable to access integrated information easily on the number of labour inspections
conducted, the number of disputes solved, or the number of cases resolved by the Industrial
Relations (IR) Court.
Labour Inspection has no prosecution power and the MLSS’ role in labour matters is by and
large an advisory one. The responsibility to handle labour law violations and to impose
penalties is in the hands of the Industrial Relations Court (IRC), which however is under the
Ministry of Justice and not the MLSS. The IRC itself is beleaguered with a backlog of cases
and the process of handling cases there is very costly. Added to these challenges is the fact
that fines for violating labour laws are very low and therefore for some employers it is
cheaper to breach the law and pay the penalties than to uphold workers’ rights. As a result,
the labour administration system has limited capacity to enforce labour law. Thus labour
inspection and the entire labour administration system lacks teeth to address labour law
violations effectively.
However, this serious gap could be addressed by the recently created National Prosecution
Authority (the former DPP), which is charged with prosecuting all types of cases (civil, penal,
labour and other) in the name of the State. The labour cases can also go to the regular court
system like the High Court if and when need be. At any rate milder cases and disputes
regarding Collective Bargaining Agreements can avoided the complexities of the court
system and may go through a mediation process at the District Commissioner political
administration and Labour Commissioner level. This is provided for in the ILRA. It is only
after or in case matters remain contentious that they can go to the IR Court and the High
Court.
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3.0 CONCEPTUAL AND LEGAL FRAMEWORK FOR DECENT WORK IN ZAMBIA
3.1 Adequate Earnings and Productive Work
The idea of adequate earnings relates to income from employment that is necessary for
living. Household income is calculated by summing up all incomes from all sources of all
income- earning members of the household. In the mining sector, particular attention should
be given to the contractor workers.The 2012 Minimum Wages and Conditions of
Employment Act sets the minimum wage for five categories of workers. The minimum wage
ranges from 700 kwacha per month for general workers, cleaners and handy persons to
1,445 kwacha (per month for qualified clerks. The minimum wages exclude compulsory
allowances for housing, transport and lunch during work hours (see ILO Decent Work
Country Profile – Zambia, 2012). However, the statutory minimum wage falls below the
basic needs level and it is an amount that may not even bother a big business like the mining
company. In fact, salaries for unionised mineworkers are typically determined through
collective bargaining agreements and in practice, most unionised workers receive salaries
that are even way higher than the nationally-mandated minimum wage.
Moreover, when one considers inflationary effects on prices, the minimum wage is far from
ensuring a decent wage for the workers. It is not regularly reviewed and it is insufficient to
meet workers’ basic needs. For example, on average, it took four years for the Government
to review the minimum wage and its coverage in the 2000’s. Furthermore, there is the
challenge of its implementation. As already noted, Government does not have the capacity
to inspect violations and punish wrongdoers in this respect. For this reason, some employers
do not respect the minimum wage. The 2012 ILO Decent Work Country Profile for Zambia
shows that many rights, such as secure contracts and minimum wages, are not being
granted in most jobs, particularly those working for contractors in the mining sector and those
who work in the informal economy. The Jesuit Centre for Theological Reflection (JCTR)
calculates a ‘Basic Needs Basket’ that estimates the minimum cost of living in Zambia. In
May 2016 the basic needs basket was pegged at ….
Wages in Zambia are set through three processes: by collective bargaining for workers
belonging to trade unions, through statutory instruments issued by the Minister of Labour for
workers who do not belong to a trade union and through individually negotiated contracts.
The Minimum Wages and Conditions of Employment Act, through three statutory
instruments, sets minimum pay for certain categories of workers whose conditions of service
are not prescribed by a collective agreement. An employer of a worker covered by this
legislation must keep a record with information on wages and allowances paid and any
benefits given. A Labour Commissioner, or any authorized labour officer, can order the
production of any record, enter at all time the premises, other than a private dwelling-house,
where a protected worker is employed and proceed to interrogation. Minimum wages are
prescribed by a tripartite technical committee appointed by the Minister through the TCLC.
The committee only meets as and when the Minister decides to review the minimum wages.
3.2 Tenure and security of work
The concept of job stability and security of tenure of work refers to worker retention and
enjoyment of job security. Job stability and security is essential in order to maintain a
motivated work-force. By ensuring some measure of job stability, legislation to protect
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employment enhances aggregate productivity and the quality of work. Job security and
stability is therefore an impor- tant aspect of contributing to decent work. The purpose of the
legal provisions which regulate the termination of employment (see Legal Frame- work
Indicator 11) is to ensure the employer’s right to dismiss a worker for a valid reason, as well
as the worker’s right not to be deprived of work unfairly.
The ILO Country Profile 2012 notes that threat against workers’ stability and security of work
exists in Zambia. Workers may lack written employment contracts or may otherwise lack the
protection of labour laws. The Employment Act protects employees against unlawful
termination of employment as well as unilateral changes to terms and conditions of
employment. The EA covers the permanent and pensionable terms of contracts, fixed-term
con- tracts, as well as those under collective agreements. However, ILO (2102) observes
that Zambia still has a long way to go to ensure that the majority of Zambians enjoy stable
and secure employment. The number of workers with unstable and insecure jobs declined
from 2005 to 2008 but was found to remain high at 59.10 per cent of all paid employees.
At any rate, according to the Ministry of Labour and Social Security, Employer’s Guide
complaints of workplace violations can be lodged at the local labour office or taken to the
Labour and Industrial Relations Court. But according to a 2012 report by the Bertelsmann
Foundation, the Ministry of Labour and the courts experienced a lack of resources, resulting
in a backlog of cases. To make matters worse, even when there are clear departures from
the law by employers, the Labour Commissioner and Labour Inspection have very limited
legal power, which hampers their capacity to effectively enforce labour law.
The other issue pertaining to stability and security of work that the ILO 2012 profile raises is
the casualization of labour. The report notes that casualization of the labour force has
contributed to the deterioration of conditions of work. The trend toward casualization has
been associated with the private sector, which is said to be doing away with secure longterm employment contracts preferring casual and short-term contract staff who tend to
provide cheaper labour. It is no wonder that the amended Employment Act no 15 of 2015
has outlawed casualization of labour and unjustified termination of contracts of employment
by employers. According the new EA, it is illegal for any employer to engage an employee
on casual basis for any job that is of a permanent nature. The new law will also regulate
fixed term contracts of employment where employees will not be perpetually kept on fixed
term contracts renewed at various intervals.
3.3 Working Hours
The maximum number of workings allowable by law is 48 hours per week. In addition, every
worker is entitled to two days off annually per month worked, after at least six months of
continuous work. Overtime is paid at one-and-a-half times the hourly rate, in line with
international standards. Those persons whose work involves night shifts also face long
hours. However, the law provides that shift workers are entitled to days off in order to
compensate for long hours. However, the 2012 CSO Labour Force Survey indicates that
that 14 percent of employees worked more than 40 hours per week and 9 percent of
employees worked more than 48 hours per week.
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3.4 Safe Work Environment - Occupational Safety and Health
The Occupational Safety and Health Act and the Mines and Minerals Act are the main pieces
of legislation dealing with safety and health issues. These acts give a shared mandate
among some government agent to supervise working conditions. For the mining sector the
responsibility of supervising work conditions is shared between the mines safety department
(MSD) and the Occupational Health and Safety Institution (OHSI). The MSD, which belongs
to the Ministry of Mines Minerals Development oversees the safety of the workplace and
regulates OSH and other S&H conditions in the mining industry on the basis of the Mines
and Minerals Development Act and the Explosives Act while the OSHI, which belongs to the
Ministry of Health (MOH) takes care of the annual examinations for workers. The MSD is
located in Kitwe and has both regulatory capacity and enforcement capacity. It carries out
weekly general and specific inspections of mines in addition to audits, and its staff have legal
power to fine, close down a section or even act directly against a mine’s general manager.
However, both the MSD and OSHI face serious challenges in carrying out their functions.
The location of MSD in Kitwe limits its reach given that it is insufficiently funded and staffed.
The OSHI has the mandate to carry out the annual surveillance of individual workers’
medical status. Like the MSD the OSHI is insufficiently funded and has an inadequate
establishment to cover its operations. The overall and major challenge is that the various
pieces of legislation that deal with occupational safety and health (OSH) are fragmented and
not well harmonized (e.g. the Factories Act, Cap 441; the Mines and Minerals Act, Cap 214,
the Occupational Safety and Health Act, No. 36 of 2010; etc.).
In addition to the available institutional and legal framework, a number of ILO Conventions
pertaining to a safe working environment have been ratified. However, most of these have
not yet been implemented and there is no national policy or programmes on OSH in place.
3.5 Work-Life Balance
Work–life balance includes proper prioritizing between "work" (career and ambition) and
"lifestyle" (health, pleasure, leisure, family and spiritual development/meditation). This is
related to the idea of lifestyle choice. Zambia has put in place various laws and policies to
combine family responsibilities with work. The labour laws provide for paid leave and
benefits, as well as maternity leave and benefits. The Employment Act, minimum wage
legislation and various collective agreements provide for maternity leave and remuneration
when on maternity leave. Presently, the law allows for 12 weeks with full pay upon
completion of two years of continuous service or in cases where two years have elapsed
since the last maternity leave. This means that only an employee who has served in a
company or organization for two continuous years is eligible to take maternity leave.
At international level, the Workers with Family Responsibilities Convention, 1981 (No.156)
provides that all workers, both men and women, should be able to engage in employment
without conflict between their employment and their family responsibilities. They should be
free from restrictions based on family responsibilities when preparing for and entering,
participating in or advancing in economic activities.
In the Zambian context more work needs to be done on the reconciliation of work and
general family responsibilities beyond maternity issues. This is an area that requires policy
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intervention in order to address the imbalance between work and personal life. There is
further need for mechanisms like flexible work arrangements that will allow workers with care
responsibilities to reconcile the demands of work and family. There is no evidence has been
found of legislation allowing employees to request flexible working arrangements in Zambia
and in any of the African countries.
3.6 Freedom of Association
Freedom of association, including the right to form and join a trade union is provided for in
the Constitution. According to the ILO (2012) Country Profile the rate of unionisation is very
low. This is partly due to the Industrial and Labour Relations Act, which requires at least 50
members to register a trade union and exempts companies smaller than 25 employees from
recognising trade union. In recent years a number of new unions have been established in
the mining sector, and employees in the same mine may be represented by a large number
of small unions. Several observers have noted that this has created challenges in
representing the needs of workers to employers as the situation of multiple unions fragments
the union voice.
Anti-union behavior by employers is another matter that that has been paid attention in
reports on labour issues in Zambia. Cases of anti-union behavior have been recorded in
which workers who engage in trade union activities have been subject to harassment. The
International Trade Union Confederation (ITUC) reported cases in 2012 and 2013 in which
workers were punished or fired for work stoppages, both in the mining sector. Procedural
requirements reportedly make it nearly impossible for a lawful strike to take place, and this
allowed companies to fire workers for striking with impunity. The biggest challenge here is
that the Zambian labour and mining laws have been outdated and it is only in the last two
years that they have been put under review at parliament level to meet the current needs.
In this regard, the legal difficulties in organizing a strike are a particularly contentious issue.
There are insufficient resources available for workers or unions to effectively organize a
strike due to the need for government authorization and a majority vote from all workers, as
well as the maximum time limit placed on the strike period.

4.0 METHODOLOGY
4.1 General Approach and Research Instruments Development
This survey on employment and working conditions at Kansanshi Mine and its contractors
involved a combination of quantitative and qualitative approaches. As already hinted out,
the specific objectives of the survey were to strengthen the knowledge base on working
conditions at Kansanshi Mine and its contractors and to better inform advocacy, policy and
practical responses. The objectives were achieved through the following means:
•
•

Quantitative study of the recruitment, employment and working conditions of
mineworkers;
In-depth interviews with mineworkers, industry actors, authorities from
various departments, union leaders, NGOs, etc.;
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•

Review of previous studies and existing information

The work conditions survey (WCS) by and large consisted of open-ended questions, yes/no
questions, and questions using scales. The WCS is a standard survey that is used to assess
the quality of working conditions. However, the survey was modified to analyze responses
from general and specialized mineworkers who were interviewed from among fulltime, parttime and contract employees. The exercise was intended to assess working conditions of
mineworkers against laid down national and international labour standards and
recommended national working conditions with a view of making recommendations for
improvement if and where need be.
For quantitative data collection the consultant designed and used a questionnaire. However,
before collecting survey data via a questionnaire, the researcher held consultative meetings
and conducted key informant interviews. Through the consultative meetings and key
informant interviews, the researcher used generative questions that guided the research but
were not limiting or confining. Thus, through this process, core concepts and themes were
identified, coded and linkages were developed. The consultative meetings and key informant
interviews were held with the International Labour Organization (ILO) expert on labour
practices in multinational corporations (MNCs) at the Lusaka office, the Ministry of Mines,
the Provincial Labour Protection and Welfare Office in Solwezi, the mineworkers unions and
other relevant non-governmental organizations (NGOs). The researcher then completed the
design of the questionnaire and conducted a pre-test in Solwezi using 20 copies of the
questionnaire to determine whether there any questions interviewees were unable to answer
or found unclear. The questionnaire was then be finalized.
The quantitative approaches were supplemented and triangulated with qualitative and
quantitative data collected from other key informant interviews, focus group discussions
(FGD), and relevant secondary sources. For the qualitative research approach, the
researcher designed the semi-structured questions for key informant interviews that were
conducted with officers from relevant agencies. The researcher also reviewed relevant
literature, other related documents, and related research.
In order to ensure data quality a meeting was held between the researcher and the research
assistants and the data collection instruments were reviewed by the client with the aim of
creating a common understanding and also assess the data collection techniques among
the hired enumerators. In this respect, the variables in the questionnaire were discussed
during the field-based enumerator training. The discussion focused at familiarizing the
enumerators to the contents of the research.
4.2 Data collection process
Interviews were carried out face-to-face with the workers in their homes. Two methodologies
were be used for data collection: as already indicated, the researcher administered a survey
of mine worker and also conducted key informant interviews with the staff of relevant
government agencies, ILO, mine workers union and NGOs as well as with a Kansanshi
Mines HR representative. There was no key informant interview done with Lumwana Mine
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as no permission for this process was granted after the consultant made several attempts.
The details of the data collection were as follows:
Researcher administered survey
The researcher will used standardised questionnaires meant to elicit details about the
following:
•
•
•
•

Part 1 - Basic information on mining industry workers;
Part 2 - The recruitment process;
Part 3 - Employment and working conditions;
Part 4 - Complaint channels and legal protection.

Because of the fact that many mine workers, particularly the general workers, live in the
settlements around the mining area and in order to ensure free responses, the data
collectors conducted the survey from homes. To ensure that the data is collected from a
mineworker or contractor, the enumerators asked for any form of identity that will indicate
that those who were surveyed were mine workers or employees of mine contractors. The
research assistants interviewed mine workers from Kansanshi and Lumwana Mines and
their contractors and where necessary through interpreters arranged by the client. Prior to
conducting any interviews in the field, the assistants and interpreters received training to
ensure that they understood the questionnaire content.
Key informant interviews: The consultant conducted semi-structured interviews with
representatives from key government ministries, employers and workers’ organisations and
other stakeholders. The consultant also interviewed the Human Resource (HR) Managers,
the CSR and the Safety and Health (S&H) Managers at Kansanshi Mine as well as union
leaders in at Lumwana and Kansanshi. All the interviews were done separately. Others who
were interviewed were representatives from relevant government ministries, workers’ and
employers’ organisations in Lusaka, Kitwe and Solwezi.
The consultant designed questions for agencies and organizations relevant to the mining
industry in the target Province of Northwestern as follows:
•

•

State officials - Interview questions addressed topics such as relevant laws;
opinions on the policies and performance of their agencies; recommendations for
improving and solving problems of recruitment, welfare, and protection; limitations
and obstacles faced by state officials in implementing government policy; the role
of state officials; and solutions to the problem of deception and exploitation by
brokers during the recruitment process.
ILO officials – interview questions addressed topics such as the laid down
international labour standards, results from assessment of working conditions for
mineworkers done in Zambia; recommendations for improving and solving
problems of recruitment, welfare, and protection; the limitations and obstacles
faced by NGO officers in performing their work; the role of state agencies and UN
agencies like ILO; and the solutions to dealing with the existing problems with the
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•

•

cooperation with the state agencies, the mine workers’ unions and employers in
the mining sector.
Mine workers union officers - Interview questions addressed such topics as
opinions and perspectives on the work conducted by the national and mine
workers’ unions; recommendations for improving and solving problems of
recruitment, welfare, and protection; limitations and obstacles faced by the
workers’ unions; the role of the workers’ unions; and solutions for dealing with
existing cooperation problems between the public and the private sectors.
NGO officers - Interview question addressed such topics as opinions and
perspectives of the work conducted by each NGO; recommendations for
improving and solving problems of recruitment, welfare, and protection; the
limitations and obstacles faced by NGO officers in performing their work; the role
of state agencies; and the solutions to dealing with the existing problems with the
cooperation with the state agencies, the mine workers’ unions and employers in
the mining sector.

4.3 The period of data collection
Surveys and interviews for the study were carried out between February 25th and March
25th 2016.
4.4 Limitations of the Collection of Data
Data collection, based on the use of specific questionnaires, went as planned in Kansanshi
except for Lumwana, where management refused to grant access to the mines and thus to
collect information directly from management and workers. In order to compensate for this
gap, the consultant interviewed the union leaders from Lumwana. The consultant also
interviewed the Principle Labour Officer from the Solwezi Labour Office and also used
secondary data available from the Solwezi Labour Office.

4.5 Data Analysis
The quantitative data was analyzed using the SPSS programme for cross tabulation of
variables. Qualitative data obtained from key informant interviews was analyzed through the
observer impression interpretive technique. A synthesis of the data was made for
triangulation and further clarification of quantitative data. With regard to qualitative data
analysis, the inductive qualitative data analysis approach was used. This approach began
with generative questions that guided the research but were not limiting or confining. Thus,
as data are gathered, core concepts and themes were identified, coded and linkages were
developed. An inductive approach was used because it helps to (a) condense raw textual
data into a brief, summary format; (b) establish clear links between the evaluation or
research objectives and the summary findings derived from the raw data; and (c) develop a
framework of the underlying structure of experiences or processes that are evident in the
raw data. The general inductive approach also provides an easily used and systematic set
of procedures for analyzing qualitative data that can produce reliable and valid findings.
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4.6 Secondary data
In order to achieve the research objectives, the study was also beefed up by desk review of
the laws, policies, and administrative documents and reports of empirical research on the
situation of work conditions in Zambia.The laws, regulations and institutional mechanisms
and policies were analysed in a comparative manner to assess the extent to which they
provide adequate avenues for the upholding of labour laws and workers’ rights.
4.7 Ethical Considerations
The research was conducted in accordance with the Copperbelt University Ethical
Guidelines for Research on Vulnerable Groups, and JCTR staff reviewed the research
approach and results. Individual research subjects were informed of the researchers’
affiliations, as well as the objectives of the research project, and were asked to give consent
for their participation. Therefore, this study was conducted with the awareness that research
participants were at the centre rather than the researcher. This is what guided both the
design and implementation of this research. Therefore, in interacting with research
participants the physical, psychological and emotional well being of participants was given
sufficient consideration. The ethical principles that guided this research were the following:
• Respect for persons,
• Informed and voluntary consent (of the participants),
• Confidentiality/Anonymity/Privacy (of data and the individuals providing it, as well
as the notion of collective ownership of the process and data),
• Minimising of harm (to participants, researchers, institutions, and groups),
• Truthfulness (the avoidance of unnecessary deception),
• Avoidance of conflict of interest, and
• Social sensitivity (to the age, gender, culture, religion, social-class of the
subjects).
Confidentiality and anonymity of the participants was highly emphasised in order to protect
their privacy. However, fieldwork was undertaken with the understanding that there is a
difference between anonymity and confidentiality. Interviewees were informed on
confidentiality measures considered under the study and these included: (i) no direct
references to informants in the survey report or any other communication produced in the
context of the study; (ii) presentation of information avoiding indirect attributability of
information to informants; (iii) the exception to the above being public information shared by
organizations during the interviews on past or on-going interventions or plans or information
publicly disseminated in reports, internet, the media, or other public communication channels.
Obtaining verbal informed consent from all participants was a pre-requisite for all interviews.
The consultant provide his contact details and invited participants to contact him should there
be any further information they would like to share within a 1-2 week period following the
interview.
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5.0 STUDY FINDINGS AND ANALYSIS
5.1 General Profile of the Mining Units
Lumwana Mining Company (hereafter referred to as Lumwana) and Kansanshi Mine
(hereafter referred to as Kansanshi) started their operations in 2009 and 2004 respectively.
Both mines operate open pit mines from which they extract mineral ore. Kansanshi’s final
products are copper concentrate and gold whereas Lumwana’s is only copper concentrate.
Kansanshi’s average annual production is 97,000 tons while that of Kansanshi is 261,000
tons.
With regard to labour issues, mining activities by multinational companies in the Copperbelt
and Northwestern Provinces seem to be based on two business models: Generally, with
regard to labour issues, findings show that at Lumwana MC and Kansanshi MP there are
stable jobs, good salaries and adequate fringe benefits for payroll workers. It was also found
that both companies recognize unions and collective bargaining. Furthermore, there was
evidence of the existence of policies in place to address acts of discrimination against
workers and corporate tolerance for harassment or violence among the workforce is scarce.
Both Lumwana and Kansanshi were found to respect international labour standards (ILS)
and they promote a “safety and health culture” among management and workers. Both
companies exhibit a high level of compliance with occupational safety and health (OSH)
procedures. Thus in general it was no wonder that Industrial relations (IR) between
management and payroll workers were found to be very good under.
5.2 Labour force Profile of the Mining Units
The labour-force profile for both Lumwana CM and Kansanshi M can broadly be divided into
two segments, namely, payroll workers and outsourced workforce provided by contractors.
The total workforce for Lumwana is approximately 4,000 workers while that of Kansanshi is
approximately 9,630. Out of the total workforce for Lumwana 1,860 are payroll workers
where as the remaining 2,140 are contractor supplied workers. This represents a ratio of 54
percent of outsourced labour force over the total workforce. In the case of Kansanshi out of
the total workforce only 2, 557 is payroll workforce representing a 73 percent of outsourced
labour over the overall workforce.

Fig 1. Lumwana workforce profile
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Lumwana workforce Profile
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Fig 2: Kansanshi Workforce Profile
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In general, both Lumwana and Kansanshi’s labour force is predominantly contractor
managed labour force. Most of unskilled and semiskilled labour force is contractor managed.
Contractors supply labour in both core operations like mining itself and in non-core
operations like transport, security, cleaning, catering, plant and equipment maintenance, etc.
While in both cases independent contractors are hired to provide outsourced labour and
services, in the case of Kansanshi some of the contracted labour and services are provided
by subsidiary companies owned by the parent company. In terms of expat-local labour
composition, in Kansanshi MP, there is a very large representation of expats in managerial
positions in which case expats have taken up 65 percent of the managerial positions.
In terms of the breakdown of the payroll workforce, there are some interesting results. At
Lumwana, 487 employees hold management or supervisory positions of whom only 80 are
expatriates. In the case of Kansanshi of the 260 management and supervisory staff only 92
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are Zambia against 168 expatriate staff.

Fig. 3 Lumwana Management Staff Profile

Expatriat
e
16%

Zambian
84%

Fig. 4: Kansanshi Management Staff Profile
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5.3 Tenure and Security of Work
For both Kansanshi and Lumwana, most employees on the payroll are hired under fixedterm or two-year contracts. The Kansanshi and Lumwana workers enjoy relative protection
of their rights and their service conditions in regard to work hours, leave and redundancy.
With regard to redundancy, conflict in this regard is not an issue in Lumwana and Kansanshi
payroll workers and where layoffs or redundancies are planned, the legal 30-day notice is
followed. In terms of tenure, in the case of Kansanshi and Lumwana, the respondents tended
to have high tenure with their current employers, with 76 per cent having been with their
current employers for at least 3 years. Thirty-two per cent have been with their current
employers for over five years, and less than 11 per cent have been employed by their current
employer for less than a year. Given that most payroll workers are unionized, this is not
unusual, as union members tend to have longer tenure with their employer than non-union
member employees.
The situation at Kansanshi and Lumwana is however different from contractor hired workers.
While payroll workers at Kansanshi and Lumwana enjoy some relative protection of their
rights and their service conditions tend to be acceptable in terms of work hours, leave and
redundancy at Kansanshi and Lumwana, the situation is different for workers hired by
contractors. According to union leaders at NUMAW and MUZ from all mines, as well as the
MCAWUZ, which is a union movement that serves a small number of workers from
contractor companies, it is a general practice that contractors avoid paying severance and
other benefits.
When we asked contractor workers how many employers they had had in the last five years,
the most common response was ‘more than three’, with 86 per cent of responses, while only
10 per cent had had few than three employers. A similar degree of worksite instability was
found in the sample, with 77 per cent having been to more than one worksite in 3 years, and
less than 15 per cent have remained at a single site for the last three years. Labour turnover
among contractor employees is amongst the highest in the mining industry and among other
industries, and much higher than would be expected. This work condition survey will in fact
and possibly under-represent employees who are dissatisfied with conditions in the industry
or other matters and choose to leave the industry.
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The survey also considered perceptions of job mobility and job insecurity among the
contractor employees. Respondents were asked to separately estimate their chance of
leaving the job or of being sacked in the coming 12 months. Majority (70 percent) saw the
chance of leaving as minimal but only on account of limited or no alternatives given the high
unemployment rate in the country. Yet majority of those interviewed (70 per cent) rated their
jobs as insecure. Therefore, focusing specifically on the question of probability of being
sacked, 12 per cent believed there was a 70 per cent of being sacked. Thus there is a good
section of contractor workers who feel highly vulnerable. Even worse, there were still those
(5.1%) who indicated that even in the face of inadequate alternatives were certain that they
would leave their job as they are not able to cope with the heavy demands.
5.4 Working Hours and Shift Rotation
The study also examined the situation of working hours and work by shifts. The Zambian
Law provides for 48 working hours per week in line with international standards and every
employee is entitled to two days off annually per month worked. Overtime is paid one and a
half times the hourly rate in line with international standards. At both Kansanshi and
Lumwana, administrative and support workers follow a day shift schedule comprising 8
hours of work per day usually from Monday to Friday or in some cases to Saturday. These
have 1 or 2 rest days on weekends. The workers who do mining or processing activities
follow a system of rotating shifts. The shifts are arranged in 2- to 6-day consecutive shifts
that are composed of morning, afternoon and night shifts followed by rest periods of 4 to 6
days. With this kind of arrangement, the mines are ideally able to operate near or slightly
above the maximum number of work hours allowed by Zambian law.
Given the fact that the mines operate 24 hours every day and because of other exigencies,
workers from time to time have to do overtime hours. Overtime hours are not voluntary but
they are planned and agreed upon within the worker’s contractual terms. For both Lumwana
and Kansanshi, overtime is duly paid for. The situation was found to be different in for
contractor workers some of whom complained that their overtime often goes unpaid or is
only compensated by time off.
While the work shifts for payroll workers at Kansanshi and Lumwana are planned and fixed,
the shifts for contractor hired workers are complicated and are incredibly complex and varied
depending on the type of work. When asked about the regularity of the shifts, approximately
91 per cent of Kansanshi and Lumwana workers interviewed described their shifts as
repeating and regular. This however does not mean they are straightforward. As noted this
is not the case with contractor-hired workers where shifts were reported to be irregular in
some cases. The most irregular shift however was reported among drivers who work in long
shifts of as many as 14 hours or more a day. It was not uncommon for such contractor
workers to work even throughout weekends and holidays. Almost three quarters of
respondents among contractor hired workers reported not to have every weekend free. Even
worse, a small percentage (10 percent) reported that they had no weekends entirely free
from their day job. The union leaders at NUMAW and MUZ from all mines, as well as the
MCAWUZ, a union movement that serves a small number of workers from contractor
companies confirmed this situation and added that it is a general practice that contractors
even avoid paying severance and other benefits.
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In the light of the foregoing, we thus see that while payroll workers for Kansanshi and
Lumwana enjoy relative decency in their service conditions in terms of work hours, leave
and redundancy, the situation is different for workers hired by contractors. Some contractor
workers bemoaned their bad working conditions.
“We do not work well. Things are not good for us and our conditions of service are
very bad; our employers are above the law, we don’t sign contracts. While we do
the same work here there are big differences in salary with other miners for the
same work that we do”.
In addition, some mineworkers unions reported that contractors avoid paying severance and
other benefits and do so by engaging their workers on short-term contracts by using short,
3 to 6 month contracts, which can be terminated whenever it is convenient for them, so that
after some time off workers will have to start all over again under a “new” contract for similar
work. One interpretation of this is that this allows the contractor to avoid paying any gratuity,
leave costs or redundancy packages throughout a worker’s years of service. Thus some
contractors are guilty of not respecting workers’ rights and contributing to an increased
casualization of labour force. This generates malaise and contributes to a tense industrial
relations climate in the mining sector.
However, another way to understand some of the short-term contracts is by considering the
way contractors are engaged by the by the mining companies. It is the entire contracting
process that should be looked at. The mining companies perform ongoing production and
processing jobs, which are supported by various ancillary functions some which are very
short term, even as short as a month and some which are long term. In such cases of shortterm contracts, the contractor has no option except to engage workers on short-term basis.
5.5 Job Satisfaction and Wages
The study considered the workers’ satisfaction with working conditions. More than 60% of
the workers at Kansanshi and Lumwana indicated that they were generally satisfied with
their working conditions. When the workers at Kansanshi and Lumwana were asked if they
were satisfied with the work conditions in their main paid job 44 (29.7%) said that they were
very satisfied, 56 (37.8%) said that they were satisfied, 32 (21.6%) said that they were not
very satisfied and 16 (10.8%) said that they were not at all satisfied. The table below shows
the distribution.

Table 1: Satisfaction with work conditions
VERY SATISFIED
SATISFIED
NOT VERY SATISFIED
NOT AT ALL SATISFIED
Total

Frequency
44
56
32
16
148

Percent
29.7
37.8
21.6
10.8
100.0
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Source: Field data

The results were different for contractor workers where only 22% said they were satisfied
with the conditions of their paid job. As Table 2 demonstrates 67% of the contractor workers
among the interview sample were not very satisfied with the condition of their paid job while
only 10% satisfied. Another 21% were not at all satisfied with the conditions of main paid
and 25 % did not respond.
5.5.1 Payroll and Contractor-Hired Salary Disparities
As already noted, payroll and contractor hired mineworkers at times do similar jobs and have
the same work place. However, the contractor-hired workers bemoaned the salary
disparities between what they are paid by their companies and what payroll workers receive
at both Kansanshi and Lumwana. The contractors pay much lower salaries than the client
companies. Contractor salaries are as low as K800 or K1,000. Even though these figures
are above the minimum wage, they are far too low to make any family make ends meet.
This situation violates the equal pay for equal work principle and clearly a justice issue. More
often than not because contractor workers have short-term jobs and they mostly have no
contracts and without union affiliation, they never have recourse to call for better conditions
and so suffer silently. Given that the minimum wage was meant to respond to a given group
of employees, in this the retail workers, union leaders and labour officers suggested that
there is need for government to update the low and formulate minimum wage brackets
according to sectors instead of a blanket figure applying for industries and sectors.
Union leaders and labour offices also highlighted the disparity between expat workers and
local workers’ salaries. This is another disparity that flouts the equal pay for equal work
principle because it was observed that there are differences in earnings between local and
expat worker who do the same job and have the same qualification. Such differences can
spawn unnecessary conflict and can bring workers morale down.

Table 2. Satisfaction with condition of paid job among contractors
LEVEL OF SATISFACTION
VERY SATISFIED
SATISFIED
NOT VERY SATISFIED
NOT AT ALL SATISFIED
NO RESPONSE
Total

Frequency
8
28
72
42
50
200

Percent
4
14
36
21
25
100.0
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Source: Field data

The survey investigated the wage level among the mineworkers. The 2012 minimum wages
and Conditions of Employment Act sets the minimum wage range between K700 (which was
the equivalent of US$ 135 then) per month for general workers, cleaners and handy persons
to K1445 (which was the equivalent of US$ 275 then) per month for qualified clerks. One
evaluation rod to use in order to determine the effectiveness of the minimum wage is the
JCTR Basic Needs Basket, which calculates the minimum monthly cost of living. In April
2016 this was estimated at K4,018.60 for Sowezi district.
The participants were asked how much their monthly net pay from their main paid job was.
Of the 148 participants from Kansanshi and Lumwana that were interviewed 80 were skilled
while 68 were unskilled and semi-skilled workers. Among the Kansanshi and Lumwana
mineworkers the lowest paid was K 3,300 for Lumwana and K2,500 for Kansanshi. However,
among those interviewed there were still unskilled workers who earned as high as K7,500
net pay and the average earnings for skilled workers netted K10, 000. Thus the salaries for
Kansanshi and Lumwana are way above the minimum wage. If we breakdown the
responses, those who said their monthly earnings were below K3000 were 44 (29.7%) while
76 (51.4%) said that their monthly earnings was between K3000-K6000, 8 (10.8%) said that
their monthly earnings was between K6000-K10, 000, and only 4 (2.7) of the participants
said that their monthly earnings were above K10, 000. Two of those interviewed (5.4%) did
not disclose their monthly earnings. The table below shows the distribution.
Table 3: Monthly Earnings
BELOW K3000
BETWEEN K3000-K6000
BETWEEN K6000-K10,000
ABOVE K10,000
NO RESPONSE
Total

Frequency
22
76
8
2
4
148

Percent
29.7
51.4
10.8
2.7
5.4
100.0

Source: Field data

Even if these wages are above the statutory requirement of the minimum wage, they fall
below the JCTR needs basket. At the time of the survey, the JCTR basic needs basket
estimated the monthly cost of living of a family of six in Solwezi at K4,018.60. This is an
important and useful way of measuring given that the basic needs basket is regularly
updated while the minimum wage is not regularly. Between 2000 and 2012 it had only been
updated four times.
In the Zambian situation, the man is the breadwinner and has to foot almost all the bills in
the home. Therefore, participants who were by and large males were asked if they were
financially the largest contributors to meeting the family cost of living. In the Kansanshi and
Luwmana sample, the majority of the participants representing (83.8%) said that they were
the largest contributors in meeting the family basic needs while only 16.2% said that they
were not the largest contributors to their families’ monthly income. The situation is
completely different among contractor workers. The results of the survey showed that 64%
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of the workers were not the ones contributing the most to the household income while 36%
where the ones contributing the most to the household income.
Fig. 5 Contribution to household income
YES

NO

36%
64%

Source: field data

According to the law, the minimum wage excludes compulsory allowances for lunch during
work, transport and housing. Some of those interviewed indicated that their salary is hard
earned and includes payments for such things as overtime and exposure to risk. Therefore,
the payroll respondents from Kansanshi and Lumwana were asked what their earnings from
the main job included. 60 (40.5%) said that they simply included basic fixed salary/wage, 40
(27%) said that they included overtime, 6 (8.1%) said that they included extra payments for
dangerous working conditions, 4(5.4%) said that they included extra payments for Sunday
work, 4 (5.4%) said that they included payments for profit sharing, 4 (2.7%) said that they
included medical services while 16 (10.8%) did not respond. The table below shows the
distribution

Table 4. What Earnings From Work Include

BASIC FIXED SALARY/WAGE
OVERTIME
EXTRA PAYMENTS FOR DENGEROUS WORKING
CONDITIONS
EXTRA PAYMENTS FOR SUNDAY WORK
PAYMENTS FOR PROFIT SHARING
MEDICAL SERVICES
NO RESPONSE
Total

Frequency
60
40
12

Percent
40.5
27.0
8.1

8
8
4
16
148

5.4
5.4
2.7
10.8
100.0
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Source: Field data

5.6 Work-life Balance
The fact that the mineworkers have to work extra hard to earn a more decent wage has
implications for work-life balance. The study therefore also found out if working hours fitted
family or social commitments of employees outside work. Out of the total 148 participants
from Kansanshi and Lumwana, almost half said that their work schedule did not fit in very
well with family and other social commitments. 32 (21.6%) said that their working hours fitted
very well their family and social commitments, 44 (29.7%) said that their working hours fit
well their family and social commitments outside work, 32 (43.2%) said that their working
hours do not fit very well in their family and social commitments outside work and 8 (5.4%)
said that their working hours do not at all fit well their family and social commitments outside
work.
Once again the situation is even a lot worse for contractor workers. Figure 5 below shows
that 57% of the workers had a work schedule that did not very well fitting into family or social
commitments outside work while only 14% said their working hours fitted well into family or
social commitments outside work, 18% said that their working hours fitted into family or
social commitments outside work and 4% did not respond.

Fig 6: working hours and family or social commitments outside work
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VERY WELL

WELL

NOT VERY WELL

NOT AT ALL WELL

NO RESPONSE

4%
7%

18%
14%

57%

Source: field data

During the research, the Kansanshi and Lumwana participants were asked how often they
worked in their free time in order to meet work demands. 36 (24.3%) said that they worked
nearly every day, 24 (16.2%) said that they work once or twice a week during their free time,
12 (8.1%) said that they work once or twice a month during their free time, 16 (10.8) said
that they work less often and 60 (40.5%) said that they never work on their free time. The
table below shows the distribution.
Table 5. Work in Free Time to Meet Work Demands
NEARLY EVERY DAY
ONCE OR TWICE A WEEK
ONCE OR TWICE A MONTH
LESS OFTEN
NEVER
Total

Frequency
36
24
12
16
60
148

Percent
24.3
16.2
8.1
10.8
40.5
100.0

Source: Field data

The situation is even a little worse among the contractor workers. Figure 3.25 below shows
the distribution of workers according to how often the worker worked in their free time in
order to meet work demands. The results showed that 36% of the workers had to work once
or twice a week to meet the demands of work, 28% of the workers somehow less often
worked in their free time to meet work demands, 18% of the workers had to work once or
twice in a month in order to meet work demands just as those who have never had to work
in their free time in order to meet work demands

Fig. 7: Work in Free Time to Meet Work Demands
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ONCE OR TWICE A WEEK

ONCE OR TWICE A MONTH

LESS OFTEN

NEVER

18%

36%

28%
18%

Source: field data

5.7 Safe Work Environment: Occupational Safety and Health
It was found that both Lumwana and Kansanshi have written and visual evidence of sound
Safety and Health Frameworks, which are enforced in order to protect the workforce,
mitigate risk and prevent incidents and fatalities. Union leaders and workers at Lumwana
and Kansanshi attested to the high quality of personal protection equipment and the
commitment or action taken by these companies regarding Occupational Safety and Health
(OSH). On top of sound occupational safety and health frameworks, both Lumwana and
Kansanshi have an OSH policy. The OSH framework includes, bipartite committees,
frequent assessments, OSH talks per shift, OSH representatives in each area, internal and
external audits and 24/7 dedicated emergency brigade, safety officer per area. They also
have drills, training, refreshment courses, internal assessments, key items accessible in
each operations unit like first aid kits, respiratory aid, cardiac revival kits, etc. There was
also evidence of quality personal protection equipment (PPE) and they provide medical
services to workers. Since the contractor workers use the same work environment as the
mineworkers from Kansanshi and Lumwana their employers are obliged to maintain similar
standards and therefore even non-payroll workers from contractors enjoy the same
workplace safety as their counterparts at Kansanshi and Lumwana.
5.7.1

Exposure to Harmful Physical Conditions

Even though both Lumwana and Kansanshi have the above-described well-organized OSH
facilities in place, the survey explored the mineworkers’ level of exposure to various
conditions that could affect their health. The respondents were given a long list of various
physical conditions to which they can possibly be exposed and asked them to indicate the
level of exposure and to what extent in terms of time. To begin with, the participants were
asked if they were exposed to vibrating hand tools or machines. Out of the total 148
participants from Kansanshi and Lumwana, 16 (10.8%) said that they were exposed to
vibrating hand tools or machines all the time, 12 (8.1%) said that almost all the time they
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were exposed to vibrating hand tools or machines, and 8 (5.4%) said that they were exposed
to vibrating hand tools or machines around ¾ of the time. When asked if they were exposed
to vibrating hand tools half the time, 80 (27%) responded in the affirmative while 28 (18.9%)
said that that they were exposed to vibrating hand tools or machines around ¼ of the time
at work and the remaining 16 (10.8%) said that they have almost never been exposed to
vibrating hand tools or machines. The table below shows the distribution.
Table 6: Exposure to Vibrating Hand Tools or Machines
Frequency
ALL THE TIME
38
ALMOST ALL THE TIME
28
AROUND 3/4 OF THE TIME
19
AROUND HALF OF THE TIME
94
AROUND 1/4 OF THE TIME
66
ALMOST NEVER
38
NEVER
38
NO RESPONSE
28
Total
348

Percent
10.8
8.1
5.4
27.0
18.9
10.8
10.8
8.1
100.0

Source: Field data

Participants were also asked if they were exposed to noise so loud that they would have to
raise their voices to talk to people at work. 19 (5.4%) said that they were exposed to loud
noise all the time and 19 (5.4%) said that they were exposed to loud noise almost all the
time. Those who said that they were exposed to loud noise around ¾ of the time were 38
(10.8%) and 75 (21.6%) said that they were exposed to loud noise around half of the time
at work. 56 (16.2%) indicated that said that they were exposed to loud noise around ¼ of
the time and 28 (8.1%) said that they were almost never exposed to loud noise. Those who
said that they had never been exposed to loud noise were 85 (24.3%) and those who did
not respond were 6 (8.1%). The table below shows the distribution.
Table 6: Exposure to Noise
ALL THE TIME
ALMOST ALL THE TIME
AROUND 3/4 OF THE TIME
AROUND HALF OF THE TIME
AROUND 1/4 OF THE TIME
ALMOST NEVER
NEVER
NO RESPONSE
Total
Source: Field data

Frequency
19
19
38
75
56
28
85
28
348

Percent
5.4
5.4
10.8
21.6
16.2
8.1
24.3
8.1
100.0

The survey participants were also asked if they were exposed to high temperature, which
makes them perspire even when they were not working. 19 (5.4%) said that they were
exposed to temperature all the time, 38 (10.8%) said that they were exposed to high
temperature almost all of the time and only 9(2.7%) said that they were exposed to high
temperature around ¾ of the time. 25 (8.1%) said that they were exposed to high
temperature around half of the time, 75 (21.6%) said that they were exposed to high
temperature around ¼ of the time, 56 (16.2%) said that they were almost never exposed to
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high temperature, 28(21.6%) said that they were never exposed to high temperature and
5(13.5%) did not respond. The table below shows the distribution.
Table 7: Exposure to High Temperatures
ALL OF THE TIME
ALMOST ALL OF THE TIME
AROUND 3/4 OF THE TIME
AROUND HALF OF THE TIME
AROUND 1/4 OF THE TIME
ALMOST NEVER
NEVER
NO RESPONSE
Total

Frequency
19
36
9
28
75
56
75
47
348

Percent
5.4
10.8
2.7
8.1
21.6
16.2
21.6
13.5
100.0

Source: Field data

The subjects were also asked if they were exposed to breathing in smoke, powder or dust.
Out of the total number of participants, only 9 (2.7%) said that they were all the time exposed
to breathing in smoke powder or dust. 28 (8.1%) said that almost all the time they were
exposed to breathing in smoke, powder or dust. Those who were exposed to breathing in
smoke, powder or dust around ¾ of the time were 47 (13.5%). 66 (18.9%) said that they
were exposed to breathing in smoke, powder or dust around half of the time, 93 (27%) said
that they were exposed to breathing in smoke, powder or dust around ¼ of the time, 47
(13.5%) said that they were almost never exposed to breathing in smoke, powder or dust,
28 (8.1%) said that they were never exposed to breathing in smoke, powder or dust and 28
(8.1) did not respond. The table below shows the distribution.
Table 8. Exposure, to smoke, dust or powder
Frequency
ALL THE TIME
9
ALMOST ALL THE TIME
28
AROUND 3/4 OF THE TIME
47
AROUND HALF OF THE TIME
66
AROUND 1/4 OF THE TIME
93
ALMOST NEVER
47
NEVER
28
NO RESPONSE
28
Total
348

Percent
2.7
8.1
13.5
18.9
27.0
13.5
8.1
8.1
100.0

Source: Field data

When the participants were asked if they had been exposed to breathing in vapours such as
solvents and thinners, 9 (2.7%) said that they were exposed to breathing in vapour almost
all the time, 28 (8.1%) said that they were exposed to breathing in vapour ¾ of the time, 35
(10.1%) said that they were exposed to breathing in vapour around half of the time. Those
who said that they were exposed to breathing in vapour around ¼ of the time were 75 (21.6%)
while 65 (18.9%) said that they were almost never exposed to breathing in vapour, 103
(29.7%) said that they were never exposed to breathing in vapour and 28 (8.1%) did not
respond. The table below shows the distribution.
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Table 9. Exposure to breathing in vapours such as solvents and thinners

ALMOST ALL THE TIME
AROUND 3/4 OF THE TIME
AROUND HALF OF THE TIME
AROUND 1/4 OF THE TIME
ALMOST NEVER
NEVER
NO RESPONSE
Total
Source: Field data

Frequency
9
28
35
75
65
103
28
348

Percent
2.7
8.1
10.1
21.6
18.9
29.7
8.1
100.0

It is clear from the evidence of the survey that there are a number of workers exposed to
physical conditions that can affect their health. However, both Kansanshi and Lumwana take
steps to militate against this exposure. For example all workers go through pre- employment
and annual medical check and there is daily registration of OSH incidents and misses. The
two mining companies also enforce disciplinary measures against any work that flouts OSH
rule and these measures also apply to non-pay roll workers from contractors who serve on
the mines. For this reason fatalities from mine accidents are very rare amounting to an
average of only 4 fatalities in the last four to five years. On average 20 to 25 workers are
dismissed every year on account of failure to follow laid down OSH regulations.
5.8 Workers’ Perceptions in Regard to OSH
In addition to the establishment of the existence of a sound OSH framework and policy at
Kansanshi and Lumwana, the study also sought the opinion of the mineworkers in regard to
OSH. Therefore, the respondents were asked if they thought that their health or safety was
at risk because of their work. More than half (59.5%) said that they think their health or
safety was at risk because of their work while 132 (37.8%) said that they do not think that
their health or safety was at risk because of their work and 9 (2.7%) of the participants did
not respond. The table below shows the distribution.
Table 10. Workers’ Perceptions in Regard to OSH
Frequency
YES
207
NO
132
NO RESPONSE
9
Total
348
Source: Field data

Percent
59.5
37.8
2.7
100.0

The participants were also asked if their work affects their health or not. 94 (27%) said that
their work affected their health, but positively. 160 (45.9%) said work affected their work
negatively while those who said that their work did not affect their health in any waty were
66 (18.9%) and 28 (8.1%) did not respond. The table below shows the distribution.
Table 11: Perception of Effect of Work on Health
YES, MAINLY POSITIVELY
YES, MAINLY NEGATIVELY
NO

Frequency
94
160
66

Percent
27.0
45.9
18.9
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NO RESPONSE
Total
Source: Field data

28
348

8.1
100.0

There is an established relationship between absenteeism, stress, burnout and ill-health.
The cause of absenteeism can emanate from work pressure or from outside work. The
participants were asked how many days they were absent from work for reasons of health
problems for the past 12 months. Only 28 (8.1%) of the respondents said that they have
never been absent from work for the reasons of health problems. 122 (35.1%) said that they
have be absent from work for 1 to 3 days because of health problems, 38 (10.8%) said that
they have been absent from work because of health problems for 4 to 6 days, another 38
(10.8) said that they have been absent from work because of health problems for 7 to 9
days, 19 (5.4%) said that they have been absent from work because of the health problems
for1 0 to 12 days while 103 (29.7%) did not respond.
The participants were also asked number of days when they were absent from work due to
accident(s). 28 (8.1%) said that they were never absent from work due to accident. Among
those who were absent on account of an accident, 103 (29.7%) said that they were absent
from work due to an accident for 1 to 3 days, 85 (24.3%) said that they were absent from
work due to accident for 4 to 6 days and there was only 9 (2.7%) said that they were absent
from work due to accident for 7 to 9 days while 122 (35.1) of the participants did not respond.
The respondents were then asked if they have worked when they were sick for the past 12
months. Close to half of those interviewed (43.2%) said that they have worked when they
were sick, 169 (48.6%) said that they have not worked when they were sick and 28 (8.1%)
did not respond to. The table below shows the distribution.
Table 12: Did you work while you were sick
YES
NO
NO RESPONSE
Total
Source: Field data

Frequency
150
169
28
348

Percent
43.2
48.7
8.1
100.0

5.9 Workplace Grievance mechanism Procedures
The study examined the situation of relations among the employers, supervisors and
mineworkers and grievance mechanism procedures. From our interviews with union leaders,
the labour officer and the workers there was report of sporadic and not very common
episodes of physical and verbal abuse in the workplace. Such forms of maltreatment were
mainly attributed to expatriates and supervisors and were reportedly directed at Zambian
workers. However, a key informant interview with an HR representative at Kansanshi Mine
revealed that the company had clear written policy and procedures that deal with the issue.
The study established that there exists at both Kansanshi and Lumwana a code of conduct,
grievance procedure and some kind of a disciplinary court.
Lumwana Mine has a three-stage grievance handling procedure:
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Step 1. Aggrieved employee hands a grievance form to immediate supervisor
Step 2. If unresolved, the grievance is escalated to the head of department (HoD)
Step 3. If unresolved, the grievance is escalated to the General Manager (GM)
The company holds regular short-term training for staff in negotiations skills, conflict
prevention and resolution. Regular meetings with unions, negotiations and disciplinary
committee are used as systems for conflict prevention and resolution in the workplace.
Kansanshi equally has a three-step grievance handling procedure in which both
management and the union are actively involved:
Step 1. Employee raises a grievance within the department
Step 2. If unresolved, the matter is referred to the Human Resource (HR)
Step 3. If still unresolved, the matter is referred to the General Manager (GM).
With regard to collective disputes the provisions of the Industrial and Labour Relations Act
are used. Individual conflict and grievance handling is not a matter of great concern. What
is in issue is the handling of settlement of collective disputes whose mechanism is driven by
the law.
In addition, the company has trained staff in dispute resolution and negotiation skills.
Besides the disciplinary committee, management holds regular meetings with unions as
a mechanism to prevent conflicts and disputes.
We established the existence of some form of perceived discrimination. Therefore, the study
sought to establish the kinds of discrimination that exist in Kansanshi and Lumwana. Table12
below shows the kind of discrimination that the workers said they were subjected to over the
past 12 months. More than half of those interviewed (46%) said they where subjected to age
discrimination, 39% were subjected to discrimination linked to race, ethnic background or
colour and 7% were subjected to discrimination linked to disability. 7% of the workers did
not give a response.

Table 13. Discrimination at Workplace
Discrimination subjected to

Frequency

AGE DISCRIMINATION
DISCRIMINATION LINKED TO RACE, ETHNIC BACKGROUND
OR CLOUR
DISCRIMINATION LINKED TO DISABILITY
NO RESPONSE

161
137

Percen
t
46.4
39.3

25
25

7.1
7.1
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Total

348

100.0

Source: field data

Furthermore, the study sought to determine whether there existed mechanisms for workers
to lodge in complaints of any kind related to their work. Figure below indicates that 79% the
workers indicated that there were mechanisms for them to lodge in complaints of any kind
related at work while 21% indicated that there were no mechanisms for lodging in complaints
at their workplace.
Table 8: Mechanisms for Lodging in Complaints Related to Work
YES

NO

21%

79%

Source: field data

The study also investigated whether workers had sufficient space to express themselves or
not. The workers were asked whether management holds meetings in which they can
express their views about what is happening in the organization. The study found that 71.4%
of the workers were involved in meetings to express themselves on what is happening in the
organisation while 25% were not and 3.6% never responded.
However, when considered separately, the results for contractor workers were different. The
number of those who indicated that there is a lack of means of self-expression in the
organisation and grievance mechanisms and procedures was higher among contractor
workers. As already noted 61% of the workers were involved in meetings to express
themselves on what’s happening in the organization while 39% were not. However, among
the contractor workers only 47% the workers responded that there were mechanisms for
them to lodge in complaints of any kind related at work while 53% indicated that there were
no mechanisms for lodging in complaints at their work.
5.10 Social dialogue, workers’ and employers’ representation
The framework for social dialogue as well as its structure in Zambia is generally provided for
in the Industrial and Labour Relations Act (ILRA). Employers and unions undertake bipartite
social dialogue for the purpose of collective bargaining as provided for under the law.
Lumwana engages in Collective Bargaining Agreements (CBA) on a yearly basis, while
Kansanshi follows a three-year frequency. By mid-May 2016, Kansanshi had already
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concluded its collective bargaining agreement with the unions and had already proposed
salary increments agreed upon with unions for government approval and therefore the CBA
is awaiting government approval.
The push for wage increase forms the most common CB issue at all companies. While the
CB process is a helpful component of social dialogue between unions and employers, union
leaders at both Kansanshi and Lumwana had misgivings about the process. They indicated
that several contentious issues that come out of the CB process are either postponed or
subjected to prolonged discussions in other committees. The union leaders perceived this
as a ploy by management to delay agreements.
While the workers at Kansanshi and Luwmana have union representation and union
representation is as high as 85% on average; 87.2% at Kansanshi and 82.7% at Lumwana,
the majority of contractor employees have no union representation. In order to militate
against the gap of lack of unionization the Mine Contractors and Allied Workers Union of
Zambia (MCAWUZ) was formed; it is a small mining sector union that works exclusively with
workers from mining contractor companies in an effort to include them in the union
movement.
According to estimates provided by MCAWUZ, of the total number of people who currently
work for mining contractors nationwide, 95% are not unionized. In the Northwestern
province it is only a few more established contracting firms that are unionized. These
included contractors like Quattro and Avantech, which are are unionised under NUMAW. At
Kansanshi Mine other contractors like Titan Drilling, Freca Mining and Manufacturing Ltd,
Mr. Clean and Australian Laboratory Services are unionized under CMAWUZ and NUMAW.
MCAWUZ stated that many contractors infringe on workers’ rights by not allowing
recruitment by unions. This is partly due to the provisions of the ILRA, which provides for an
exemption as regards the formation of trade unions at establishments, which employ less
than 25 workers. They cited as an example the case of one small contractor company, where
the contractor laid off workers so that the minimum number of unionised members was not
attained and the union recognition could be revoked. However, there is a move by the
government to bring down the threshold for the formation of trade unions at establishments
to 10 in the draft of the updated ILRA.
MCAWUZ further reported that mining contractors use all kinds of means to instill fear in the
workers so that they would not unionize. According to MCAWUZ matters are exacerbated
by the fact that mining houses do not provide information on contractors and block access
to contractor workers at their mining sites and the union body more often than not forces its
way in in order to have access to workers.
Union leaders concluded that there is no freedom of association for mining contractor
workers. In fact union leaders at both Kansanshi and Lumwana explained that workers at
contractor companies fear that if they joined a union they will be dismissed or that their shortterm contracts will not be renewed. It is for that reason most workers hired by mining sector
contractor companies are not affiliated with any union.
What is disheartening is that whilst the membership of the employers’ organization, the ZFE,
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has been rising consistently, the membership of the trade unions has seen a decline. What
further aggravates matter is the trend towards casualization that was reported to be rampant
among some contracting firms effectively reduces the number of workers who can become
members of trade unions. But the labour offices apportioned part of the blame on the unions
themselves who have divided themselves into various disparate groups. While unions have
kept on going their separate ways, the employers have protected their labour interests by
remaining under the one umbrella of the ZFE. Government is concerned about the danger
of casualization and the recently updated Employment Act of 2015 has paid sufficient
attention to the question of casualization. It has in effect outlawed casualization.
6.0 ADVOCACY ISSUES ARISING FROM STUDY
The study raises the following issues that need to be addressed and followed upon by civil
society, government, the mining companies and other key stakeholders.
6.1 Labour administration system,
The study has highted the MLSS’ limited or lack of resources and the weak mechanisms
to enforce labour law. The study has also highlighted the the limited resources available
for MLSS and MSD to effectively carry out workplace inspections and enforced OSH
standards. The patchy and uncoorinated legal mechanisms have also been highlighted
6.2 Disparities in Conditons of Service
The disparities in the conditions of service between payroll workers and contractor hired
workers as well as that between local and expat workers must be addressed. It is a
justice issue that violates the principle of equal work for equal pay.
6.3 Conditions of Service for Contractor-Hired Workers
The study has highlighted the fact that the conditions of service for contractor-hired
workers are by and large poor and need serious attention. Particular attention to be paid
to the question of contracts, salary levels and freedom of association.
6.4 Occupational safety and health standards
The study found that the occupational health and safety standards are very high at both
mines. However, the study highlighted situations where workers have been called upon
for work when they were still unwell or where still nursing an injury from an accident.
There was also a report
6.5 Freedom of association and Collective Bargaining
The study has identified challenges with regard to the freedom of association among
contractors. The study has also highlighted the existence of anti-union behavior even
among the main mining houses.
6.6 Discriminatory practices and differences in access to opportunities
The study has highlighted the existence of discrimination in the work places on account
of age, race, ethnicity and disability. There is a highlighted case of the number of
expatriates in managerial positions far exceeds that of Zambians. As already noted,
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differences among the same general workforce positions between expats and Zambian
nationals with regard to salary, benefits and even access to services have also been
highlighted and will need follow up.
6.7 Salary Levels
Even though the salary levels for payroll mineworkers are by and large good and above
the minimum wage, the study pointed to the existence of a unskilled and semi-skilled
payroll workers whose earning fall below the minimum cost of living established by the
basic needs basket.
6.8 Casualization of the mining Labour force
The study has pointed to the high levels of outsourcing at both Kansanshi and Luwmana.
This is one of the major causes of casualisation and needs to be followed up on.
6.9 Work-Life Balance
Existence of labour practices that distort work-life balance have been highlighted in the
study. The study has also paid attention to the fact that in promoting and ensuring worklife balance the labour law does not go beyond maternity issues to cover other matters
of work-life balance. This gap will need a follow up.
7.0 RECOMMENDATIONS AND THE WAY FORWARD
Following our foregoing data analysis and discussion of findings it is imperative to offer a
number of recommendations that may be helpful to ensure sound work conditions, prevent
conflicts, and promote effective dialogue in the mining sector. Essentially, this chapter
makes the following recommendations:
7.1 On Labour administration system
We recommend the creation of a mechanism to harmonise labour administration system
and to promote exchanging of information among relevant institutions like the MSD,
OHSI, even MLSS OSH Department in order to improve the quality and consistency of
current registration systems We recommend the review of the ILRA in order to allow for
the following:
o To give Labour Commissioners and Labour Officers legal capacity to impose and
revise penalties for labour law violations at the district level.
o For labour justice to begin from the MLSS locally at district level while leaving room
for further appeal to the IRC where need be. Thus allowing the MLSS make rulings
that would be legally binding.
o An upward revision of amount of monetary penalties, high enough to discourage
flouting of labour laws.
In order to strengthen the enforcement capacity of the MLSS, we recommend the
following:
Increase the local spread of labour offices in areas where mining is developing in order
to increase labour inspection
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Beef up the labour office establishment
Increase resource allocation the labour inspection teams and provide the necessary
means like vehicles, ICT equipment, etc.
We recommend the strengthening of the Mines Safety department by undertaking the
following:
•

Decentralising the MSD Offices to relevant areas like Solwezi

•

Increase the number of MSD inspectors

•

Build capacity of MSD inspectors

•

Provide MSD with adequate transport

•

Solict donor support or that of ILO in this regard

7.2 Disparities in Conditions of Service
The earlier on recommended review of relevant legislation should encompass the
following:
introduce a sector-based minimum wage, specific to the mining sector. The minimum
wage should applyh to all actors in the industry including contractor firms. There should
be provision for the regular review of the minimum wage bearing in mind changes in
cost of living, prices, productivity, etc.
Mining companies should establish policies that can help contractors provide conditions
of services that are in keeping with those offered by mining houses
7.3 Conditions of Service for Contractor-Hired Workers
As already noted under 7.2, we recommend that mining houses find a way of
harmonizing their labour practices with that of their entire supply chain; that mining
houses set up standards that can help contractors comply with improved salaries and
fringe benefits for their employees by establishing specific corporate policies on the
same and by making this legal standard part of the contract between them and their
contractors.
7.4 Occupational safety and health standards
The study found that the occupational health and safety standards are very high at both
mines. However, the study highlighted situations where workers have been called upon
for work when they were still unwell or where still nursing an injury from an accident.
There was also a report
7.5 Freedom of association and Collective Bargaining
We recommend the review of Labour Law in order to improve compliance with ratified
core conventions (e.g. C87 and C98) paying particular attention to the promotion of the
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right to strike and right to form or belong to a trade union.
In collaboration with key stakeholders like ZCTU, FFTUZ, ILO, etc, we recommend that
government through the MLSS build capacity of contractor workers trade unions like
MCAWUZ.
7.6 Discriminatory practices and differences in access to opportunities
It is recommended that the review of the Mines and Minerals Act already recommended
should take into account the following:
•

Put a cap on the percentage of expatriates that may occupy both
specialized and non-specialized workforce positions, where Zambian
workforce is available.

•

Introduce legislation to specifiy the minimum number of Zambians to hold
managerial positions and also put a cap on the ratio of expats to Zambians
in management positions.

7.1 Salary Levels
We recommend the review of relevant legal instruments like the Minimum Wage Act and
further recommend that Minimum Wage Act be reviewed more regularly on a bi-annual
basis in keeping with changes that affect price like inflation and the exchange rate.
Consideration should be given to the performance of a sector. We therefore recommend
a sector-based minimum wage that takes into account peculiarities of any given sector.
7.2 Casualization of the mining Labour force
In the already recommended review of the Mines and Minerals Act and the ILRA we
recommend the inclusion of the need to introduce limitations on the type of core
operations that may be outsourced within companies. It is recommended that such a
review be done with a lot of consultation among GRZ, the mining houses, ZFE and the
chamber of mines.
7.3 Work-Life Balance
More work needs to be done by GRZ to develop legislation that will promote company
policies that reconcile work and general family responsibilities beyond maternity issues.
We further recommend to mining houses and contractors to develop mechanisms like
flexible work arrangements that will allow workers with care responsibilities to reconcile
the demands of work and family.
8.0 CONCLUSION
The mining sector is the heartbeat of Zambia’s economy. It contributes about 80% to
Zambia’s export earnings. In the first decade of the 2000s mining experienced a new lease
of life with heavy injections of investment that led to increased production and ultimately new
jobs. Thus mining in Zambia has been a major contributor to economic growth. As noted
mining also creates jobs for Zambians and it is through mining jobs that it can work as a
means that Zambia can employ in the uplifting of the living standards of those who serve
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this sector directly and those who benefit from it indirectly. But mining can only bring about
the desired socioeconomic development if it offers jobs that are decent. Thus ensuring sound
working conditions of mineworkers is one major way that Zambia could leverage the
contribution that mining can make to this country. Allowing unjust and unfair working
conditions in the mining sector can lead to depressed human development indicators, loss
of morale among the workers and ultimately to lower productivity, lower or no profits, lower
wages and inability by the government to offer social services due to reduced tax revenue
from the mines.
Using the Zambian legal framework and laid down international labour standards, this study
has evaluated the working conditions of mineworkers in the Northwestern Province with a
specific focus on Solwezi. The aim of this paper was to highlight some gaps in the work
conditions environment in the mining sector in order elicit advocacy efforts and remedial
action that should help ameliorate the situation if not completely eradicate the ills in the
mining labour sector in Zambia.
In order to guarantee sound labour practices and decent jobs this study has suggested the
implementation of systems in a work establishment that build on strengthened institutional
capacity of supervisory bodies like the MLSS and the MSD. It also proposed the
development of legal mechanisms that can help forestall the escalations labour law
violations. This study has generally found that work conditions in the mining sector in the
Northwest are not bad although a lot remains to be desired among the contractor companies.
However, even in the main mining companies there are still several challenges that have
been highlighted in the study and need further attention. Given that a number of the issues
identified are complex ones, more and more in-depth studies of these issues are highly
recommended. In addition practical consultative efforts that take into account interests of all
the stakeholders would be very beneficial to the sector and to the country at large. It is
however hoped that in studying work conditions and as relevant issues to be treated arise,
remedial action will be taken to correct the situation.
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ANNEX II: RESEARCH INSTRUMENTS

JCTR MINING WORKING CONDITIONS SURVEY - SOLWEZI
1.

What kind of employment contract do you have?
a. An indefinite contract
b. A fixed term contract
c. A temporary employment agency contract
d. An apprenticeship or other training scheme
e. Other (spontaneous)
f.
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2.

What is the exact duration of the contract in number of years and months?
a. Less than a year
b. More than a year
c. No exact duration

3.

If you compare your current situation with that of January 2014, have you experienced a change
in the following aspects of your work?
a. The number of hours you work per week
i. Increased
ii. No change
iii. Decrease
b. Your salary or income
i. Increased
ii. No change
iii. Decreased
iv.

4.

How many hours do you usually work per week in your main paid job?
a. Less than 8 hours
b. 8 hours
c. More than 8 hours

5.

Provided that you could make a free choice regarding your working hours and taking into
account the need to earn a living: how many hours per week would you prefer to work at
present?
a. The same number of hours as at present
b. …………… Hours

6.

Besides your main paid job, do you have any other paid job(s)? (IF YES) Is it / are they ....?
a. No other paid job
b. Yes, regular
c. Yes occasional

7.

Please tell me, using the following scale, are you exposed at work to ...?

A - Vibrations from hand tools, machinery, etc.

All of
the
time

Almo
st all
of the
time

Aroun
d 3⁄4
of the
time

Around
half of
the time

Al
Around
mo
1⁄4 of
st
the
nev
time
er

Neve
r

1

2

3

4

5

7

6
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B - Noise so loud that you would have to raise
your voice to talk to people

1

2

3

4

5

6

7

C - High temperatures which make you
perspire even when not working

1

2

3

4

5

6

7

D - Low temperatures whether indoors or
outdoors

1

2

3

4

5

6

7

E - Breathing in smoke, fumes (such as
welding or exhaust fumes), powder or dust
(such as wood dust or mineral dust) etc.

1

2

3

4

5

6

7

F - Breathing in vapours such as solvents and
thinners

1

2

3

4

5

6

7

G - Handling or being in skin contact with
chemical products or substances

1

2

3

4

5

6

7

H - Tobacco smoke from other people

1

2

3

4

5

6

7

I - Handling or being in direct contact with
materials which can be infectious, such as
waste, bodily fluids, laboratory materials, etc

1

2

3

4

5

6

7

8.

Does your job ever require that you wear personal protective equipment?
a. Yes
b. No

9.

Do you always have it and use it when it is required?
a. Yes
b. No

10. Regarding the health and safety risks related to performance of your job, how well informed
would you say you are?
a. Very well informed
b. Well informed
c. Not very well informed
d. Not at all well informed

11. In total, how many minutes per day do you usually spend travelling from home to work and
back?
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a.
b.
c.

Less than 30 minutes
1 hour
More than an hour

12. Normally, how many times a month do you work at night, for at least 2 hours between 10.00 pm
and 05.00 am?

Number of nights per month: _________

13. How many times a month do you work in the evening, for at least 2 hours between 6.00 pm and
10.00 pm
Number of evenings per month ____________

14. And how many times a month do you work on Sundays?
Number of Sundays per month

15. And how many times a month do you work on Saturdays?
16. Number of Saturdays per month: ........................
17. And how many times a month do you work more than 10 hours a day?
Number of times the person works more than 10 hours a day: ........................

18. Do you work…
Yes

No

The same number
of hours every day
The same number
of hours every
week
The same number
of days every week
Fixed starting and
finishing time
On call
Shifts
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19. How are your working time arrangements set?

a. They are set by the company / organisation with no possibility for changes
b. You can choose between several fixed working schedules determined by the
company/organisation
c. You can adapt your working hours within certain limits (e.g. flexitime)
d. Your working hours are entirely determined by yourself

20. Do changes to your work schedule occur regularly? (IF YES) How long before are you informed
about these changes?
a. No 2
b. Yes, the same day
c. Yes, the day before
d. Yes, several days in advance
e. Yes, several weeks in advance
f. Other (spontaneous)

21. In general, do your working hours fit in with your family or social commitments outside work
very well, well, not very well or not at all well?
a. Very well
b. Well
c. Not very well
d. Not at all well

22. Over the last 12 months how often has it happened to you that you have worked in your free
time in order to meet work demands?
a. Nearly every day
b. Once or twice a week
c. Once or twice a month
d. Less often
e. Never

23. Would you say that for you arranging to take an hour or two off during working hours to take
care of personal or family matters is ... ?
a. Not difficult at all
b. Not too difficult
c. Somewhat difficult 4
d. Very difficult

24. Do you work in a group or team that has common tasks and can plan its work?
a.
b.
c.

Yes, always in the same one
Yes, in several
I do not work in such a team

25. In general, your immediate manager / supervisor ...
YES

NO

Provides you with feedback on
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your work
Respects you as a person
Is good at resolving conflicts
Is good at planning
organizing work

and

Encourages you to participate in
important decisions

26. Which of the following alternatives would best describe your skills in your own work?
a. I need further training to cope well with my duties
b. My present skills correspond well with my duties
c. I have the skills to cope with more demanding duties

27. Over the past 12 months, have you undergone any of the following types of training to improve
your skills or not?
a. Training paid for or provided by your employer or by yourself if self-employed
b. Training paid for by yourself
c. On-the-job training (co-workers, supervisors)

28. Do you agree or disagree with the following statements describing some aspects of the
training?
a. The training has helped me improve the way I work
b. I feel that my job is more secure because of my training
c. I feel my prospects for future employment are better

29. Did you ask for training to be provided for you?
a.
b.

Yes
No

30. At your workplace is there an employee acting as an employee representative?
a.
b.

Yes
No

31. At your workplace, does management hold meetings in which you can express your views about
what is happening in the organisation?
a. Yes
b. No

32. At your workplace are there mechanisms for you lodge in complaints of any kind related to your work?
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a.
b.

Yes
No

33. Over the past 12 months, have you been subjected at work to ...
a.
b.
c.

age discrimination
discrimination linked to race, ethnic background or colour
discrimination linked to disability

a.
b.

Yes
No

34. Do you think your health or safety is at risk because of your work?
35. Does your work affect your health, or not?
a.
b.
c.

Yes, mainly positively
Yes, mainly negatively
No

36. Over the past 12 months how many days in total were you absent from work for reasons of
health problems?
Number of working days:........................

37. Of the days of absence indicated above, can you indicate how many days were attributable to an
accident or accidents at work?
Number of working days: ........................

38. Over the past 12 months did you work when you were sick?
a.
b.
c.

Yes
No
(IF YES) Number of working days: ........................

39. On the whole, are you very satisfied, satisfied, not very satisfied or not at all satisfied with
working conditions in your main paid job?
a. Very satisfied
b. Satisfied
c. Not very satisfied
d. Not at all satisfied

40. How much do you agree or disagree with the following statements describing some aspects of

your job?
(on a scale of 1 - 7; 1. Strongly agree 2. Agree 3. Neither agree nor disagree 4. Disagree 5.
Strongly disagree
a.
b.
c.
d.
e.
f.
g.

I might lose my job in the next 6 months
I am well paid for the work I do
My job offers good prospects for career advancement
I feel ‘at home’ in this organisation
If I were to lose or quit my current job, it would be easy for me to find a job of similar salary
The organisation I work for motivates me to give my best job performance
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41. Are you, in your household, the person who contributes the most to the household income?
a.
b.

Yes
No

42. Thinking of your household’s total monthly income, is your household able to make ends
meet...?
a.
b.
c.
d.
e.
f.

1 - Very easily
2 - Easily
3 - Fairly easily
4 - With some difficulty
5 - With difficulty
6 - With great difficulty

43. Thinking about your earnings from your main job, what do they include?
a.
b.
c.
d.
e.
f.
g.

Basic fixed salary/wage
Extra payments for additional hours of work/overtime
Extra payments compensating for bad or dangerous working conditions
Extra payments compensating for Sunday work
Payments based on the overall performance of the company (profit sharing scheme) where
you work
Advantages of other nature (for instance medical services, access to shops, etc.)
Other (SPONTANEOUS)

44. Please can you tell us how much are your net monthly earnings from your main paid job?

Please refer to the average earnings in the recent months. If you don’t know the exact figure, please
give an estimate.

45. Perhaps you can provide the approximate range instead. What letter best matches your total net
monthly earnings?
a. Below K3,000
b. Between K3,000 to K6,000
c. Between K6,000 to K10, 000
d. Above K10,000

46. Do you agree with the following statements?
a.
b.

If I had a long term sickness, I would be financially secure
With my current job I am financially and socially secure

Thank you for participating in the JCTR Working Conditions Survey. JCTR may conduct a
small number of follow-up interviews within respondents in the next one year or so.
Would you be willing to participate in such a follow-up interviews?
1.
2.

Yes
2 - No
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INTERVIEW GUIDE ON WORKING CONDITIONS AND EMPLOYMENT PRACTICES
FOR MINE EMPLOYERS/CONTRACTORS
I. RECRUITMENT, PLACEMENT PRACTICES
1. Overview
• Please explain how you hire your workers
•
•
•

Have you ever considered recruitment through agencies?
Why not?
What do you think of the agencies?

How many main departments does your mine have?
Do you outsource any of the work in your mine?
If yes to how many companies do you outsource?
1. Training
•
•
•
•

Did you give your workers any training?
If yes, what type of training?
In your opinion, should MWs be trained before being employed, or receive in-service
training? Why / why not?
If pre-service training:
o Who should provide pre-service training?
o Would you pay your MW a higher wage than you are paying now if she/he had
undergone training, and in which skills?

III. CONTRACTUAL ARRANGEMENTS & EMPLOYMENT RELATIONS
1. Existence and nature of agreement
•

What type of agreement do you have with your MW(s)?
• Do you have a written agreement with your worker or any of your workers
regarding terms and conditions of employment?
• Or do you have only an oral agreement but nothing in writing?
• Why do you think a written contract is useful? In what ways? In what ways is a
written contract not useful?

2. Written agreement – If the Employer has a written contract:
• Can I see an example of a contract or make a copy of it? Or could I get a blank copy of a written
contract?
(If the Employer has a written contract and does not allow a copy, check for content and mark
them (multiple checklist), duration of contract).
•

Does the MW have a copy of the contract?
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•
•

If the Employer has a written contract with one of the MWs but not with another, ask: Why
do you have a written contract with one and not the other? Under what conditions do you
sign a contract or not?
Can the agreement/contract be changed and/or terminated? Under what conditions, by
whom and when?

3. No written agreement – If the Employer does not have a written contract with one or
more of his / her MWs
•
•
•
•
•

Before the MW started employment, did you agree on the terms and conditions of
employment? If yes, what did you agree on?
How did you reach this agreement? Did you discuss the terms of employment before the
employment started? Was there any negotiation?
If yes, what was negotiated over? Who were the parties involved? Was the MW involved?
Did she / he have a say?
Can the terms agreed upon be changed? If yes, how and under what conditions?
If there was no negotiation involved, was the MW informed about the agreement before
starting work? Who gave him / her the information, and what information?

4. Termination of agreement or of employment
•
•

Can the worker decide to leave the employment anytime?
Can you dismiss or send home the MW anytime? Explain the circumstances under which
this can happen.

5. Perception of employment relationship
•
•

In your view, what are the obligations of the MW towards the Employer and what are their
rights?
What are the rights and obligations of the Employer towards the MW?

IV. PRACTICES REGARDING REMUNERATION
1. General practice
•
•
•
•

Do your pay your workers both in cash and in kind (other material benefits or inentives)?
What is the nature of in-kind payment?
If you were to give a monetary value to the item / items you give to the MW as part
payment, what would this monetary value be (ask for each item mentioned)?

2. Cash wage payment
•
•
•
•
•
•

What are the salary bands for different levels of mineworkers both skilled and unskilled?
What is the unit of payment? (hourly, daily, monthly, per piece)
Is the payment fixed or variable?
What channel of payment do you use? (direct cash, bank, etc.)
What basis / criteria / reasons do you use to set the cash wage at a certain level?
Do you give or have you given any wage increase? If yes, what criteria are used?
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•

Are the amount you pay and your payment practices similar to that of other Employers
you know?

•
3. Wage protection issues
• How frequently is the payment done? Are there cases when the payment is delayed?
What are the reasons for that?
• Are there any deductions in wages? What are the reasons for that and what amount
is deducted? How often do you deduct wages? Is the worker informed about
deductions in advance?
• Do you have any pay slip or any record of receipt of payment?
4. Knowledge and perception of national law on minimum wage
• Have you heard about the national law about Minimum Wage in Zambia or about the
national regulation about in-kind payment? If yes, explain what you know. (Note: The
Employer might not even have a notion or understanding of a legislated “minimum
wage” – the Interviewer should take note of this fact.)
• The interviewer should mention the recent adjusted level of minimum wage for in
Zambia and ask: Do you think this amount is reasonable? If the minimum wage is
higher than what the Employer is currently paying: Would you pay a MW this
amount? Would you continue to employ the MW(s) you have now at this legislated
wage?
V. SCOPE OF WORK
1. Control over work
•
•
•

Who assigns tasks to the MW and who supervises him / her? Can more than one person
assign tasks?
What happens when the MW cannot finish tasks for the day?
What do you do when the task was not done properly? Is there any punishment? Do you
scold him/her? What other ways of punishment do you use?

3. Workload
•
•

What do you think of the amount of work each MW does? (Too little work for the period or
day that you pay her / him for; just enough work to be completed during the period that
you pay for; too much work?)
Do you think some of the tasks she / he has to do are physically difficult or involve risks
to safety and to health?

VI. WORKING TIME
1. Working hours
1.1. Overview
•
•

How many hours does each MW work per day, per week? (Note: Try to get the usual
average per day and per week.)
Are her / his / their working hours fixed? Are they regularly observed? Or do they vary
/ are flexible and in what way and in what situations? Do you expect the DW to wake
up during the night when her / his service is required?
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•
•
•
•

•
•
•
•
•

Are there circumstances when you require the MW to work longer at night or to report
earlier than usual? Does she / he comply easily to work longer hours?
Do you compensate the MW for extra hours made to work? If yes, how much?
How much time do you give the MW to take a break? Is it fixed or flexible? Is it
enough? If no, why not?
Do you give the MW rest periods / pauses during the day? Is it fixed or flexible? (Do
you think it is enough? If no, why not?)

What are the circumstances when you ask your MW to stay longer at work ? Do you
expect the MW to stay longer when you ask? How frequent is this?
Does the MW accept when you ask, easily and readily?
Do you compensate the MW for extra hours that you require her / him to stay longer?
How much?
Does the MW take some meals in the work place at a company canteen or restaurant?
Do you give the MW rest / pauses during the day? Is this fixed or flexible? Do you think it
is enough? If no, why not?

2. Rest days
•

Do you give the MW a day-off per week? Is this a fixed day or is this flexible? Are there
times when you ask her / him to forego the day-off? If so, do you compensate her / him
for the foregone day-off?

3. Vacation, leaves, public holidays
3.1. Public holidays
• Do you require the MW to work on public holidays? Do you pay for work on these days
separately from the salary?
3.2. Annual vacation
• Do you give the MW annual vacation days? If yes, how many days? Are these days paid
vacation?
3.3. Sick leave
• Do you give the MW sick leave days? How many of these days can a MW have? Are these
days paid?
3.4. Maternity leave benefits
•

•
•

In case of pregnancy and maternity (either based on past experience or in a future
event): Do you give your female MWs maternity leave days – e.g. time to get prenatal
care, to deliver and/or take care of the newborn? Do you allow the MW to take a certain
number of these days with pay? Is the benefit given only to certain MWs? If yes, which
and why?
Do you think MWs should be given paid maternity leave? If yes, how many days?
Would you terminate the employment of the MW once she becomes pregnant or leaves
to deliver her baby? If yes, why?

VIII. HEALTH CARE & INSURANCES
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1. Medical care and health insurance
1.1. Medical care
•
•

In previous occasions when your MW has fallen ill, what did you do? Did you did you
cover the cost of medicine, doctor’s fees, hospitalization? If you incurred the cost, did
you deduct the cost you incurred from her / his wages?
In the future event that your MW falls seriously ill and requires medical attention,
what would you do? Would you cover the cost of medicine, doctor’s fees, hospital
care, etc.? Will you deduct this from her / his wages?

1.2. Health insurance coverage
•
•

Have you registered your MWs with a health insurance?
If yes, which one? Do you and the MW pay contributions? Do you keep a record of
your and the MWs contributions? Do MWs know about this? Have they used it?
• Is each of your MWs covered by health insurance that is not provided by you? What
is it?
2. Maternity protection benefit (related to the question on maternity leave)
•

When any of your female MWs fall pregnant what do you do? Do you cover the costs
of pre- natal care and / or delivery? Do you allow her to take leave for a few weeks or
months and then come back to work? Do you cover the costs of prenatal care and /
or delivery?

3. Accident insurance, medical benefit
•
•

In case of an accident at work or away from work what medical care did you provide?
In case of accident, will you cover the cost of medical care? If the MW had an
accident would he / she still have to work? If they do not work, will you deduct their
wage?

4. Knowledge of national social security systems
•
•
•

Do you know about NHIF or NSSF?
Have you registered your MWs with any of these schemes?
The interviewer should explain what it is: Are you willing to register your MW? Are
you willing to pay the premium?

IX. MINEWORKERS UNIONS AND EMPLOYER ORGANIZATION
1. Mineworkers Unions
•
•

Awareness: Do you know of, or have you heard of, any mineworker unions? If yes,
which ones and how did you hear / know about this union?
Perception: What do you think of mineworkers unions? Would you allow your MWs to
join and participate in activities of the mineworkers union? Why / why not?

X. DISPUTES, GRIEVANCES, PROBLEMS, RELATIONS
•
•

Can you explain what problems / challenges you face with your MWs?
What action do you take?
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•
•

Is your employee free to tell you anything? Give an example.
What grievance mechanism does your organisation have in place?

JCTR MINING WORK CONDITIONS STUDY
Detailed Topic Guide for Focus Group Discussions (FGDs)
The Focus Group Discussion is an interaction among members of the group. It
provides a venue and time for participants to ask questions to each other, and
respond, clarify and comment to each other’s questions and views. This group
interaction is expected to prompt participants to articulate and reveal more
insights and views (much like a “group interview”). The researcher acts as a
facilitator-moderator.
This Detailed Topic Guide for FGDs lists the main themes and topics under each
theme to be discussed. It further specifies key issues (phrased in question
format) that are important to be explored by the FGD under each topic. Two
themes use real case scenarios in order to stimulate the thematic discussion.
The issues under each topic are phrased in question format for clarity; the
researcher is free to phrase the questions as she / he thinks best.
1. Opening topic
(Note: The objective of this topic is to warm up the group interaction, encourage
participants to open up and express their views, and to interact with one another,
rather than with the researcher.)
•

Do workers have rights and obligations? What are they? – why?

2. Defining the boundaries of work; “valuation” of min labour;
remuneration
ISSUES TO BE PROBED AND DISCUSSED:
2.1. Desirability and feasibility of setting boundaries or limits to the job
(tasks and hours) of a MW
•
•
•
•

What are the tasks and responsibilities of the MW?
Is there complete flexibility when it comes to the tasks, is it demanddriven?
Should there not be a limit to what tasks MWs are required to do and
the hours they are expected to work? A beginning and an end?
Is it feasible to define and limit tasks, demands and working time in the
case of live-in MWs?
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•

What are the potential problems and abuses (on the part of Employer
and on part of Worker) when tasks and work hours are not defined?

•

Do MWs have a job description? Should the Employer and MW agree
on a “job description” (list of responsibilities) and a schedule of work
and rest periods?

2.4. Grounds/criteria for setting wage rate/salary
•
•

How do you decide what wage rate or salary to accept? Do you
expect and ask for a wage raise and under what conditions?
Have you had the chance to negotiate with Employers over your
wage? How did you negotiate and what were the favorable
conditions?

2.5. Perception of Minimum Wage
•
•
•

The Government has set a minimum wage.
Is this too high or too low? Why?
To Workers: Can mining companies and mining contractors afford to pay this
amount? Do you think you could find a mining company or contractor that will pay
at this minimum wage? Why or why not? Which mining company or contractor
would pay the minimum wage?

2.6. Transportation allowance, meal allowance
•
•

Should mining companies provide MWs with transportation allowance? Why
yes or why not?
Should mining companies and contractors provide MWs with meal
allowance? Why yes or why not?

3.0. Employment Relationships
3.1 sources of tensions, conflicts
• What are the major sources of tensions and disagreements between MWs and their
Employers in Zambia?

•
•

At your workplace is there an employee acting as an employee representative? Why?
At your workplace, does management hold meetings in which you can express your
views about what is happening in the organisation? Why?

•

3.2 Role of law
• Under the Zambian law, Workers have labour rights, such as minimum wage, limits to
working hours, the right to organize. How can these rights be promoted and
respected in the work place?
3.6. Written agreements
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•

Do you think written agreements are necessary to protect the rights and obligations
of MWs and the Employer? How can written agreements be promoted?

4. Maternity and other social and health protection
4.1. A female MW becomes pregnant
•
•
•

What should the Employer do? What should the MW do?
Do you think some Employers try to control or limit sexual relationships of adult MWs
(female, male?). Do you agree or disagree with this practice?
There are Employers who dismiss a MW as soon as she becomes pregnant. Do you
agree or disagree with this practice?

5.0 Safety and Occupational Health
5.1 Protective Clothing
•
•

Are MWs entitled to protective clothing? Why? Do they always have or use it? Why
What should MWs do if they do not have protective clothing?
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