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Relations between farm inhabitants are often either a
source of joy or a source of conflict. Applying certain
management principles may help to keep life calm
and forward-moving. Here are some brief guidelines:
Statutory obligations

Both parties (employers and employees) have certain rights and ob
ligations within the workplace relationship, as stated by the Nami
bian Labour Act (Act 11 of 2007):

Rights of employers

May manage and organise the enterprise according to own wishes:
• May recruit and appoint people
• May determine tasks/instructions
• May give instructions that should be fair
• May train
• May discipline
• May control access to farm and workplace
• May associate with other employers and employers’ organisations
• May perform lock-out at workplace
• May negotiate and lobby within his group
• May be protected against unfair labour practices

Rights of employees
•
•
•
•
•
•
•
•

May work
May associate with persons of choice
May negotiate and lobby within his group
May withhold his labour
May insist on health and safety measures
May insist on fair pay and fair conditions of service
May insist on work security
May be protected against unfair labour practices

Rights and obligations of employers’ and employees’ organisations
•
•
•
•
•

Must represent employers or employees
Must protect members against unfair conduct
May negotiate and lobby within the group
May obtain sole mandate to represent
May enter into agreements

The ideal workplace

In a world without sin and conflict, our farms would be harmonious
work stations, where respect and work ethics are commonplace. That
would be the best case scenario to strive towards. What are the steps
to an ideal workplace? These would include best labour practices,
emotional intelligence on both sides, effective communication and
the building of team spirit.

Best labour practices
Labour documentation

Although not required by the Labour Act, employers are encouraged
to have the following labour records in place:
• Written, signed contracts containing the conditions of service such
as working hours, leave, remuneration, rations, accommodation
and safety wear. This gives both parties security.
• Written job descriptions detailing the main tasks and responsibili
ties, taking into account the employee’s literacy level and language
proficiency. This gives the employee security.
• Farm rules that may include: rules concerning accommodation for
the worker and his family; right of access for visitors; transport to
clinics/hospitals; transport of learners; the keeping of livestock, cats,
dogs; the use of water and gardening; power supply; firewood sup
plies; farm shop and such like.
• Disciplinary code specifying required behaviour or transgressions

Example documents may be obtained from
the AEA office in Windhoek.

that are not allowed and the subsequent disciplinary action that
offenders may expect.

Decision-making and problem solving

Employers’ decisions either motivate or confuse staff. The ideal is that
the workforce should understand exactly what to do when and why.
When an employer takes well-considered and good decisions, the
employees will:
• trust and respect their employer
• expect things to happen
• help to make things happen and
• be motivated.
When an employer does not have the courage to take decisions, or
takes impulsive, ill-considered decisions, the employees will:
• be frustrated
• have little motivation
• be unforthcoming and slow to take action
• not trust or respect the employer.

General guidelines

Employers have a social responsibility towards their employees in
terms of their fundamental rights as entrenched in the Constitution
and Namibia’s labour legislation. A top employer will always be one
step ahead. Bear the following in mind:
• Follow the statutory prescribed basic conditions of employment per
taining to working hours, meal times, leave, rest periods, overtime
and Sunday work. Do not ignore or contravene these conditions.
Avoid one-sided changes to these conditions or workers’ benefits.
Rather consult with your workforce and get their co-operation.
• Register all employees for maternity, sickness and death benefits at
the Social Security Commission’s MSD Fund. Also submit figures to
the SSC’s Employee Compensation Fund (ECF) annually so that the
employees may be insured against work-related accidents.
• Avoid unpleasant situations such as discrimination, racism, exploi
tation of workers, unreasonable instructions and unfair conduct.
• Ensure that employees timeously receive a reasonable and decent
wage for services rendered and remain in touch with market-re
lated remuneration.
• Attempt throughout to meet the basic needs of employees or help
them to meet their needs themselves.
• Provide opportunities for intellectual development. Growth in
knowledge and skills is only possible via training and the oppor
tunity to put newly learnt knowledge into practice.
• Ensure that the standard of housing, water and sanitation is hu
mane and meets the needs of the employees and their dependents.
• Ensure that the workplace and procedures followed will guarantee
safety, health and welfare of the employees. Avoid risks and supply
protective clothing suited to the job at hand. Schedule sufficient
periods of rest when strenuous work is being done.
• Recognise good work. This is one of the main motivating elements
for employees. Compliment/praise workers for work well done and
consider performance bonuses for constant above-average pro
duction or service delivery.
• Consider and grant an annual salary increase to employees so as to
compensate for the negative influence of inflation.
• Promote the feeling of co-dependence between employer and em
ployee. Place emphasis on team work and beware of splitting the
team due to one-sided decisions.
• Take into account the literacy level and language proficiency of
workers when giving instructions. They need to understand pre
cisely what and how to act.
• Empower employees by delegating decisions and responsibilities
to them once their insight and skills justify taking authority. This
is motivational and will provide a feeling of joint responsibility.

Emotional intelligence

A top employer lives consciously and realises that every act bears
consequences. Such a person carves a quiet period in every day to
charge his personal batteries. Currently it is generally accepted that
not only our IQ (intelligence quotient) leads to our success but defi
nitely also our EI (emotional intelligence).

This refers to our ability to identify, understand and manage our
emotions. Managing our emotions in a positive way leads to effec
tive communication, the ability to cope with criticism/stress and de
flate conflict, to have empathy with others and rise above challenges.
We all have emotional intelligence to some extent, but can certain
ly acquire more. An emotionally mature leader is one who is able to
identify shortcomings in himself and eradicate them. Bear in mind
the following:
• Be on the lookout for differences between people, take these dif
ferences into account and appreciate them. Employees have diffe
rent levels of intelligence, training, experience and needs.
• Remain intellectually flexible to reconcile opposing views, interests
and aspirations so that a solid work team may be built.
• Keep a watch on your tongue/actions and beware of the conse
quences. In your hands are the keys to daily harmony and produc
tivity on the farm. Live with integrity. Integrity is the whole truthful
picture and includes character traits such as honesty, punctuality
and diligence. Your example encourages others to follow.
• Create trust in subordinates by being impartial and treating all the
same, although it is natural to feel closer to some.
• Cultivate stability and balance in yourself, so that employees may
know exactly where they stand with you. Team spirit is slowed
down by a moody, temperamental and inconsistent leader. Take
time out to monitor your stress levels and regain control. Under
stand what makes you explode and consciously work to improve
those moments. In this way conflict may be avoided.
• Acknowledge if you have made a mistake or if the employees’ sug
gestions are better than yours. An employer who is in the wrong
but too stubborn to admit it and change his decisions, will lose
the respect and support of his workers. A dignified leader is man
enough to apologise.

Communication

Messages are conveyed to others through words (oral or written) as
well as body language. These messages sketch what we think, feel,
expect and appreciate.
• Poor communication causes conflict and reduces an enterprise’s
chances for success.
• Effective communication may prevent or solve conflict and improve
the chances of being a successful enterprise.

Internal communication

The AEA office has sets of documents to make labour management
easier – from recruitment through to service certificates. These formal
systems of communication are used in conjunction with the following:
• An employer must plan, organise, take decisions, monitor and com
municate all these effectively to employees.
• Purposefully work towards positive attitudes and mutual under
standing. This creates an atmosphere in which good communica
tion can flourish.
•
Keep workers informed on how business is going and what

is happening around them. They wish to feel included.
• Remember to listen and not only talk. It is easy to dish out informa
tion, but being a receiver of information is important too.

Managing discipline

Aim at improving behaviour through consistent teaching. Warnings
are used to improve work performance and habits, rather than being
a form of punishment. The question should be: What can we do next
time to improve? However, should matters get out of hand and for
malised processes are needed, disciplinary hearings are held where
the following steps are vital:
• Describe the problem in detail.
• Explain why something is not acceptable.
• Request an explanation and listen attentively.
• Request suggestions to solve the problem, if applicable.
• Decide on specific actions to be taken by all involved.
Transgressions will naturally differ in degrees of severity, which will
determine what the corrective action or disciplinary measures should
be. See the document Disciplinary Code and Procedures which forms
part of the AEA’s labour documentation.

Managing grievances

When disagreements arise, the dedicated employer wants detailed
information so that he may take action. Every employee should know
what the process is when announcing a grievance. An important prin
ciple is to solve a grievance as close as possible to the point of origin
and as soon as possible. These steps are critical:
• Collect all facts concerning the grievance by asking questions.
• Request employee’s recommendations for solving the problem.
• Consider all possible alternatives.

• Take a decision.
• Jointly decide on a follow-up date, if appropriate.
• Thank the employee for bringing the grievance to your attention.
Some grievances are caused by instigation or the spreading of incor
rect information (stories) between workers. Employers should refrain
from the following:
• Arbitrary and unfair actions by management
• Unfair discipline
• Inequitable, incorrect payments or misadministration of wages
• Deficient working conditions
• Incorrect working hours or overtime
• Personality conflicts
• Lack of respect for cultural differences
• Inadequate instructions or communication
• Inadequate attention to employees’ needs
Refer to the three documents pertaining to grievance procedures
that form part of the AEA labour documentation.

Build team spirit

Employees appreciate visible, involved employers. Build team spi
rit by doing things together, both within and outside the workplace.
This is motivational for everyone. For example, the men draw bore

hole pipes together or the women work at their crafts together and
market their goods jointly. Promote activities that enhance a feeling
of relatedness such as sport or church gatherings. Consider sports
such as soccer, volleyball, table tennis or pool. Farms can compete
against each other at sport days.
Carry each other’s burdens. Team spirit is built when one shares
the good, the bad and the ordinary of farm life together, such as the
children’s achievements and problems.
Share the farm yield. When fruit or vegetable harvests or veld food
such as amajowas are shared amongst all, it helps to create a sense
of home.
Joint spiritual nurturing of all the farm families make for cherished
moments. Honour the Father by starting off the work day with Scrip
ture and prayer. By doing so, communication lines to one another are
opened which help in times of conflict to rise above the problems.

In conclusion

The above tips are tried and tested. When the self-image of the
workforce improves and there is trust between employers and em
ployees, social evils such as theft, alcohol and drug abuse diminish.
Higher productivity flows naturally in a healthy workplace where
there is harmony.

Employees stay when they are:
Paid well

Appreciated

Mentored

Challenged

Promoted

Involved

Valued

On a mission

Empowered

Trusted

"Train people well enough so they can leave, treat them well enough so they
don't want to." - Richard Branson, Virgin Airlines

