
















































































































































































































































































































































































































































































































In die Bybel is ook 'n voorstel dat aIIe nasies saamgetrek saI word. Van die 
profete het 'n visioen gehad van al die nasies van die wereld wat na 
Jerusalem sal optrek om die ware God te dien saam met Israel (Jes.2; Miga 
4). Hierdie profesie is in Handelinge vervul tydens die Pinkstergebeure. 
Konig lewer hieromtrent die volgende kommentaar: 

"It seems as if Luke sees this prophecy fulfilled at Pentecost (Acts 2 ), when the 
Spirit is poured out 'on everyone' (vs. 17) and when representatives of the entire 
(then known) world are together in Jerusalem. This reflects the significance of 
Christ's death by which the divided human family is recreated into one new 
humanity (Eph.2:15). God wants one humanity. And this is at least one of the 
reasons why the church should be one. It is the forerunner of the one new 
humanity that will come forth from all nations and live together in the new 
Jerusalem (Rev.21-22)" (1991:99). 

Konig sien dus in die eenheid van die kerk die vergestalting van die nuwe 
eskatalogiese gemeenskap wat in God verenig is. Dit hou verband met die 
afbreek van alle skeidsmure wat mense verdeel. En dit is omdat dit 
ingebore is by die mens as 'n skeppingswerklikheid. Die afbreek van alles 
wat die mens polariseer, is deel van die pad van versoening na 'n nuwe 
gemeenskap. Die aangewesenheid van mense op mekaar, blyk uit die 
volgende aanhaling van Konig (1995: 100): 

.. When the world is at stake, literally all humans are involved. When the destiny of 
Africa is at stake, all inhabitants of Africa are involved. So, too, the destiny of 
South Africa concerns all South Africans. AU South Africans are, as human 
beings essentially and structurally interrelated and destined to serve one another in 
love. To be a human being in South Africa is to be a covenant partner of all other 
South Africans." 

Dit word kategories in bogenoemde aanhaling gestel dat mense Iotsverbonde 
is. Dit bring ons terug na die vraag hoe haalbaar die strewe na 'n 'nuwe 
gemeenskap' in die SA1'.TW is. Uit Konig se Skrifgefundeerde kommentaar, 
word hierdie moontlikheid binne konteks van die SANW ondersoek. 

Daar is geweldige vraagstukke waarmee geworstel word, uiteenlopende 
lewensieninge en opponerende denke. En tog kan rasionele wesens wat God 
se skepsele is, sonder om die problematiek te oorvereenvoudig of weg te 
wens, aI hul vraagstukke bestuur en te bowe kom. Saam kan daar gewerk en 
gestreef word om gestalte te gee aan 'n nuwe gemeenskap wat met mekaar 
versoen is in die omdat die Godgegewe moontlikheid binne die 
skeppingsorde van die mens bestaan. 
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5.2.3.3 ETIEK VAN VERHOUDINGS 

'n Nuwe gemeenskap le dus binne die bereik van 'menswees'. Soos reeds 
genoem, het elke mens die potensiaal om mee te werk aan hierdie 
gemeenskap. Die SAN\¥ is geen uitsondering vir die verwesenliking van 
hierdie potensiaal nie. Hierdie aannames wat deur Konig op Skriftuurlike 
gronde onderskryf word, laat 'n dieperliggende vraag ontstaan oor wat die 
struikelblok is vir die verwesenliking van hierdie potensiaal. Denise !vf. 
Ackermann wys in haar artikel, 'Becoming fully human: All ethic of 
relationship in difference and otherness', in Journal of Theology for Southern 
Africa (Nov. 1998:13) daarop dat die verskil ('difference') of andersheid 
('otherness'), soos sy dit stel, verabsoluteer word tot 'n maatstaf hoe ander 
behandel moet word. Die potensiaal tot 'n 'nuwe gemeenskap' word nie 
hierdeur negeer nie; slegs belemmer. Sy stel hierdie 'posisie-inname' van 
die menslike ingesteldheid soos volg: 

"... the problem of difference lies at the heart of the inability of human beings to 
live together injustice, freedom and peace." 

Ackermann voer nie aan dat hierdie onvermoe ('inability') beteken dat die 
moontlikheid nie in mensewees gelee is nie. Inteendeel, in my bestudering 
van haar artikel, konstateer sy juis hierdie moontlikheid. Ek sou se dat sy 
sinspeel op die gebroke werklikheid waarbinne die mens leef, wat die 
belemmerende faktor is. Die feit dat sy in die artikel op soek is na 'n 'Ethic 
of Relationship' wys op hierdie mens like potensiaal om in gemeenskap met 
jou medemens te leef en dat versoening vir hierdie gebroke werklikheid 
moontlik is. Die kern van haar soeke word soos volg gestel: 

"I want to explore how we can live respectfully, lovingly and creatively across our 
differences, in communion with one another" (Ackermann 1998:14). 

Ten spyte van die ingebore potensiaal van mense om 'n verhouding tussen 
mekaar ('interrelationship') te he, is dit so dat die gebroke werklikheid 
waarin die mens horn bevind, veroorsaak het dat ons in andersheid 
('otherness') en verskille ('different') teenoor mekaar leef Hierdie 
ingesteldheid het 'n prominente plek ingeneem in ons filosofie en deel 
geword van ons teologiese oefeninge. 

In haar nabetragting oor die vorige eeu wat 'die ander' beklemtoon het, 
bekla Ackermann hierdie toestand van polarisasie: 

«As we approach the end of this millennium we can look back on a century 
(ironically termed 'the Christian century' by the modem missionary movement) in 
which more people have suffered and died in war and conflict than ever before in 
human history"(Ackermann 1988:14). 
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Oor hierdie gebroke werklikheid waarin die mens horn bevind en wat 
polarisasie en vervreemding in die hand werk, skryf Rita Brock (1988) in 
Ackermann (1998:14): 

"To be alive today is to live with pain ... We live in a world that come of age, a 
world no longer innocent about the suffering human beings can inflict on each 
other." 

Die wereld is in 'n gebroke toestand (in krisis) en hierdie gebrokenheid 
ondermyn eenheid en versoening, wat 'n skeppingsmoontlikheid is. 

Die beklemtoning van die 'andersheid' van die mens, bet drie ingesteldhede 
teenoor mense tot gevolg. 

Na die eerste word verwys as 'n 'tabula rasa': 'n persoon word beskou as 
iemand sonder 'n verhaaL sonder 'n geskiedenis of sonder enige mensheid. 
Hierdie ingesteldheid strek sover terug soos die aanvang van kolonialisme, 
waar heilbegerige sendelinge na 'donker Afiika' gekom bet om die Evangelie 
aan die 'barbare' te verkondig en om die 'beskawing' te vestig. Hier bet 
hulle inheemse mense ontmoet wat duidelik as 'anders' - anders as hulleself -
geklassifiseer is. Die kultuur, tradisies en leefwyse van hierdie mense is nie 
verstaan nie, derhalwe was die maatstaf waarmee hulle gemeet is in terme 
van 'menswees', uiters subjektief. Die gees van ontmoeting kan as volg 
beskryf word: 

"Difference was made over into sameness, in this case into the image of the 
missionary colonists, in the course of the moment. The underlying text is: 'You 
should be like me'. But, as you are not like me, remember that I am the centre, the 
fixed point by which you and the rest will be defined" (Ackermann 1998:15). 

'n Tweede ingesteldheid as gevolg van die beklemtoning van mense se 
verskille en andersheid, bet beslag gevind in die Apartheidsbestel. Alhoewel 
Apartheid amptelik van die wetboek verwyder is, leef dit nie-amptelik voort, 
in 'n meer, subtiele vorm en waar <lit wel verwyder is, is die nalatenskap 
daarvan nog duidelik in ons houdings, en selfs strukture. V oorbeelde hiervan 
is die rassistiese en seksistiese houdings wat voortspruit uit die bedreiging 
wat andersheid inhou. Die wesenlike gevaar wat hierdie beklemtoning van 
die andersheid inhou, kom soos volg tot uiting: 
"Those in power say, 'only we have the truth and those who are different are our enemy' 
when the other is a threat the strategy is to separate people and then, increasingly to 
dominate and demonise them" (Ackermann 1998:15). 

Laastens lei die beklemtoning van mense se andersheid en verskille tot die 
volgende ingesteldheid: Enersyds, word mense beskou as eksoties­
romantiese wesens wat nie emstig opgeneem kan word nie, omdat hy of sy in 
elke geval so anders is. Andersyds) word van die persoon 'n karikatuur 
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gemaak en word die persoon beskryf as 'n universele kategorie met geen 
werklike besonderhede nie. Albei hierdie verskynsels wat 'n gevolg van die 
verabsolutering van die andersheid is, word kategories deur Ackermann 
afgewys: 

"Both are pernicious and unacceptable. In failing to acknowledge differences and 
otherness, we make the other into a romantic ideal or a universal category, rather 
than regarding them as a specific person. By dominating others we determine the 
reality. We never afford the other t.lie dignity of being engaged as a real person in 
all her or his difference" (Ackermann 1998: 15). 

In die lig van die feit dat hierdie beklemtoning van die mens se andersheid en 
verskille sulke wyd uiteenlopende reaksies ontlok, ontstaan 'n ernstige vraag 
oor hoe hierdie kompleksiteit verstaan moet word. Ackermann (1998:15) het 
uit verskeie werke van Julia Kristeva, M. Shawn Copeland en Paul V aro 
Martinson probeer om 'n antwoord te kry op vrae: 

"To speak of the other is to speak of space, boundaries, time and difference. It is 
to speak of our bodies, cultures, traditions, ideologies and beliefs. To speak of the 
other is to speak of that other hwnan being whom I may mistakenly have asswned 
to be just like me after all. To speak of the other is to be open to otherness within 
myself, to the possibility of a foreigner within my own unconscious self To speak 
of the other is to speak of poverty and justice, of hwnan sexuality, of gender, race 
and class. To speak of the other is to acknowledge that difference is problematic, 
or threatening, even alienating and that we do not always live easily or well with it. 
To speak of the other is to speak of the nature of the church, the one body of many 
parts. Challenged to unity in Jesus Christ. To speak of the other is to speak about 
the ambiguity to God, the One who is Wholly Other and Wholly Related. We 
must always be alert to the reality of difference. It will not go away, neither 
should it. It is who we are. The call to full humanity is a call which takes place 
within the reality and the challenge of differences and otherness." 

In die aanhaling hierbo blyk dit dat andersheid en verskille deel van 
menswees is. Dit bring ons by die diepste wese is hierdie soeke na 'n 
geordende naasbestaan, tenspyte van ons verski11e. Hier kom ons by die 
kem van Ackermann se soeke na'n etiek van verhouding. 

Verhoudings is sentraal tot ons wese en ingesteldheid, maar moeilik 
definieerbaar. Dit is asof dit makliker in die negatiewe vorm gedefinieer kan 
word, want dit is nie isolasie, venvydering of eensaamheid nie, soos 
Ackermann (1998: I 7) dit stel: 

"We are not made to live alone. Relationships are what connect us to one another 
like the strands of a web, spinning out in ever widening circles fragile and easily 
damaged, yet fragile v.1th tensile strength. Relationships shape us as individuals 
and as members of our community." 
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In die Afrika-uitdrukkings word verhoudings in slagspreukvorm gedefinieer: 
'n Mens is 'n mens deur ander mense', wat die konsep van 'ubuntu' na vore 
bring. Hierdie tradisionele Afrika-filosofie en wyse van lewe sien die hele 
skepping as heilig. Die menslike geslag is dus, soos Konig vroeer daarop 
gewys bet interafhanklik, of soos John Mbiti, aangehaal deur Luke Plato in 
die voor - Lambeth bespreking van Oktober 1995, <lit stel: 'I belong, 
therefore I am'. Dit is juis in hierdie menslike web waar jou eie menswees 
ontdek word. Ackermann is van men.ing dat jy deur die betrokkenheid by jou 
medemens 'n ontdekking van jouself maak, jouself leer ken en vind: 

"My humanity is found, shaped and nurtured in and through the humanity of 
others. r can only exercise my humanity being in relationship with others and 
there is no growth, happiness or fulfilment for me apart from other human beings. 
Finally, because of this notion a universal human web of relationships, no one is a 
stranger" Ackermann ( 1998: 18). 

Ackermann vind aansluiting by Desmond Tutu t.o.v. die mens se 
aangewesenheid op mekaar. In sy boek, 'An African prayer'. lewer 
Desmond Tutu die volgende kommentaar oor onderlinge verhoudings: 

"A solitary human being is a contradiction in terms. A totally self-sufficient 
human being is ultimately subhuman. We are made for complementary. r have 
gifts that you do not and you have gifts that I do not. So we need each other to 
become fully human" (Ackermann 1998: 18). 

Daar is ook 'n negatiewe kant in verhoudings, omdat sommige 
onderdrukkend kan wees. Dit gebeur dikwels dat die terrein van persoonlike 
verhoudings 'n oorlogsone kan word; daarom moet die konsep 'verhoudings' 
in sy ware perspektief gedefmieer word: 

Ackermann (I 998: I 8) beskryf die volgende eienskappe van konstruktiewe 
verhoudings: 

"For relationships to be right, loving and just they have to be mutual and 
reciprocal. Fully human relationships cannot be one-sided. They can only be 
created out of mutual interdependence and they flourish only when both parties 
work on them. The concept ·mutuality in relationships' is the touchstone against 
which the quality of our relationship is tested. Mutuality is concerned with the 
feelings, needs and interests of each other. Mutuality spells forbearance, 
generosity, kindness, forgiveness and considerateness, virtues often neglected. 
Mutuality is the reciprocal interdependence and equality are the opposite of 
egocentricity-the concern for self at the expense of the other. The practice of 
mutuality is a way of loving which affirms the goodness of each person and our 
need for one another." 

Menslike verskille word nie opgehef deur wedersydse verhoudings nie. Ons 
is afsonderlike menslike wesens wat onathanklik van ander se handelinge, 
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gedagtes en gevoelens teenoor ons dink, handel en voel. Die keuse berus by 
enkelinge of hulle mekaar oor kulturele, ideologiese, etniese en godsdienstige 
grense en oor grense van seksuele orientasie wil respekieer, al dan nie. Die 
mens kom tot sy reg deur sy verhoudings, asook deur sy gemeenskap. Ons 
handelinge word deur ons bedoelings of die gebrek daaraan be'invloed. Ons 
vermoe om verhoudings te vestig en uit te bou hang af van ons gewilligheid 
en bedoeling om 'n ander mens te ken. 

Verhoudings is wat 'n gemeenskap saambind. Om gestalte te gee aan Bosch 
se 'nuwe gemeenskap' of 'altematiewe gemeenskap', is verhoudings 
onontbeerlik. Daar is geen hoop om 'n gemeenskap te vestig indien dit nie 
geskoei word op die gesonde fondamente van verhoudings nie. Dit kos 'n 
doelgerigte strewe om 'n gemeenskap te vestig; dit gebeur nie maar net nie. 
Daar moet erkenning van interafhanklikheid wees, maar ook 'n gewilligheid 
tot emstige respek, in die woorde van Copeland in Ackermann (1998:19): 

"deep-going conversation and serious honest conversation-speaking with head and 
heart and flesh~ listening with head and heart and flesh?" 

Die probleem rondom 'verskille' en 'andersheid', waama Botha ook vroeer 
as 'ons-hulle' verwys het, hang nou saam met onderlinge menslike 
verhoudinge. Ackermann gee uit die werke van Levinas en Paul R. Sponheim 
'n paar rigtingwysers van wat verhoudings behoort te behels, om 'n 
bindingmiddel te word wat mense in gemeenskap kan saamvoeg en die 'ons­
hulle' waarvan Botha praat, te neutraliseer: 

"To be fully human is to live with relatedness. To love is to be in relationship. To 
do justice is to be in a right relationship. Relationships are not optional. We do 
not live self-contained, self-directed and undisturbed existences. This is no quiet 
time. It is up to us to determine the nature of our relationships and our 
communities." (Ackermann 1998:20) 

Wanneer Ackermann die begronding van verhoudings teologies verantwoord, 
wys sy been na ons aanbidding van die Drie-enige God. Daar is dialoog 
tussen Vader, Seun en Heilige Gees in hierdie God. Drie-enigheid wat bier 
ter sprake kom, wys op verhouding. Die verwysing na Drie-enige impliseer 
egter nie dat Vader, Seun en Heilige Gees saamgesmelt bet in een 
ongedifferensieerde goddellikheid nie. Elke lid van die Drie-eenheid handel 
as 'n agent. Moroslov, in Ackermann, beskryf hierdie onafhanklike/ 
interafhanklike optredes van die Goddelike agente: 

"Each one of the divine persons of the Trinity gives of the self to the other while 
at the same time each reflects the presence of the other. For us this means that we 
have God who came into the world so as to make human beings. created in the 
image of God, live with one another and with God in the kind of community in 
which divine persons live with one another" (1998:20). 

237 



God staan weer in verhouding met elke mens, met die geloofsgemeenskap, 
met alle ander geloofsgemeenskappe, asook met die ganse wereld. Hierdie 
begeerte van God tot gemeenskap skep vir ons die geleentheid om met God 
gemeenskap te he, maar ook met onsself, ons medemens en al God se 
skepsels. Die begrip 'God-in-verhouding-met-die-mense', vind ook 
aansluiting by die verhaal van die Paradys waar Adam en Eva in hannonie 
geleef het omdat hulle mekaar as goed en as volledig mens beleef het. En 
dan verander die prentjie. Die val vind plaas en andersheid tree Eden binne 
(Gen. 3:9-13). Die res van hierdie verhaal lees soos volg: 

'"Instead of the sound of God walking in the garden at the time of the evening 
breeze being the pre-amble to be enjoyment of continued relationship, there is now 
blame, hostility and estrangement" (Ackermann 1998:21 ). 

Dit was die begin van die mens se verhaal reg deur die Hebreeuse Skrifte, 
waar daar telkens pogings tot restorasie van vervreemding en gebroke 
verhoudings tussen God en die mens was. 

Hierdie soeke na versoening loop reg deur die Nuwe Testament tot in die 
kontemporere wereld. Telkens wou God die brug tussen Homself en die 
mens slaan deur die beloftes (verbond) met Abraham. Hy wou die skerwe 
wat in die Tuin le, herstel, maar telkens was sonde die strydpunt tot 
versoemng: 

"Sin is all that prevents, impairs and destroys our relationship \.vith God, with one 
another and \.vith creation. Conversely, we damage and destroy the other when we 
refuse to be in a relationship, in which unconditional love, ongoing presence, 
justice, peace and wholeness will flourish" (1998:21). 

In Jesus het die visie tot restorasie van gebroke verhoudings en die 
versoening van die mens met God, homself, sy medemens en die ganse 
kosmos voortgegaan. In Sy opdrag om God lief te he en jou naaste soos 
jouself, gee Jesus die roeping aan die mens. Christus is die sprekende 
voorbeeld van lewensveranderende liefde en hoe om in die wereld te leef op 
'n \vyse 'wat verhoudings verdiep, die gemeenskap vergestalt en uitbrei, en 
die geskenk van lewe oorgee (Harrison, in Ackermann 1998:22). 

Die groot uitdaging wat aan die geloofsgemeenskap gestel word, is om die 
Christelike verhouding waartoe hulle geroep en gestuur word, in die praktyk 
uit te voer, met ander woorde, die Evangelie moet prakties uitgeleef word. 
Dit is slegs in die praktyk waar morele waardes uitgeleefkan word. 

Die aanvangspunt hiervan geskied met belydenis en berou vir ons 
omwilligheid om aan ons naaste wat 'anders' is, lief de te bewys. Ons bet nie 
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ander in Christus verwelkom soos Christus ons verwelkom bet nie 
(Rom.15:7). Daagliks word die opdrag om ons naaste, die ander wat van ons 
verskil lief te he soos jouself. 

Ackermann stel voor dat die Christengemeenskap 'n 'epifanie' benodig, om 
hulle te 'verlig' en sensitief te maak, sodat ons weer kan onthou dat Jesus 
gese het dat ons naaste die 'radikale ander' is. Ons vergeet dat ons geroepe is 
om ons naaste te verwelkom, soos Christus ons verwelkom het. Dit sal ons 
sensitief maak en opnuut laat kyk na hoe ons met ons naaste kommunikeer en 
hoe ons horn versorg in sy nood. 

Die epifanie stel ons in staat om om te draai en ons medemens in die gesig te 
kyk. In sy gesig ontdek ek die ware menslike wese. A.lbei van ons reflekteer 
die beeld van God, waarna ons geskape is. Wanneer ek in verhoudings staan 
ontdek ek dat ek onvolledig is, en dat ek slegs my volkomenheid in die 
'gesig' van ander vind. Ricoeur in Ackermann (1998:23) se: 

"I am not fully myself until I can see 'me' in your face. You are the mirror of 
myself I am the mirror of yourself Only when we can see ourselves and each 
other are we fully human.." 

Die laaste gedagte rondom hierdie verligting van die innerlike wese, is dat ek 
nou 'n openheid het om na ander se verhale te luister. Ons verhale is deel 
van ons identiteit. Ons almal het 'n verhalende identiteit. Almal het die reg 
om hul verhaal te vertel. Indien dit 'n mens ontse word, druis dit teen jou 
menswees in, in die woorde van Albert Camus (1969:83): 

"The final dignity for any one is to be forbidden one's own voice or be robbed of 
one's own experience". 

Baie van hierdie lewensverhale is pynlik en sommiges se identiteit is gesteel, 
vemietig en verloen totdat hul verhale self stil geword het. 

In die soeke na aanknopingspunte in die sending vir die bediening van 
versoening in die SANW, word 'n wereld blootgele vir die aanwending van 
die sending in die verwesenliking van hierdie doelwit. 

Die kapelaan vind sy aanknoping reeds in Konig se 'interafhanklikheid van 
menslike wesens'. In die reuse diversiteit van lede in die SANW is daar 'n 
gemene deler. Almal is mense wat lotsverbonde is deurdat almal Suid­
Afrikaners is, wat in dieselfde organisasie werk en wat dieselfde 'visie' en 
'missie' van die organisasie deel. Maar die grootste rede wat Konig aanvoer, 
is dat ons almal skepsels van dieself de God is. Hierdie wete, hierdie besef, 
skep die moontlikheid dat selfs vervreemde mense, mense met uiteenlopende 
k'Ulture en denkwyses van 'n 'nuwe gemeenskap' kan dee! word en in 
versoening met mekaar kan saamleef. Dit is binne die mens se vennoe om 
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die 'ons-hulle' sindroom met die Godgegewe potensiaal van elke mens te 
oorbrug en soos ware kamerade saam te leef en te werk_ Hierdie 
moontlikheid word telkens in die Skrif genoem waar Jesus se dat al die 
skeidsmure afgebreek is tussen mense: 'Almal is een in Christus ~. Maar nie 
net in die hier en nou nie - die lotsverbondenheid van die mensdom oorspan 
tyd en ruimte tot in die eindtyd, soos Konig dit stel, totdat die ganse 
mensdom na God getrek sal word, om die eskatalogiese gemeenskap te vorm. 

Alhoewel die moontlikheid bestaan in die wereld, in Suid-Afrika en in die 
SANW om op grond van ons skeppingspotensiaal 'n nuwe gemeenskap te 
wor~ moet daar rekening gehou word met die gebroke werklikheid waarin 
ons woon. Jarelange verdrukking en ballingskap van lede van die SANW, 
het letsels gelaat wat diep le, wat elke denkbare vorm van emosies na vore 
roep, en wat selfs roep om vergelding. Lede in een organisasie, wat die 
moontlikheid in hulle omdra om tot een sterk verenigde mag omvorm te 
word, staan in 'n ons-hulle' verhouding tot mekaar en hierdie beklemtoning 
van verskille werk kontra-produktief teen die poging om 'n verenigde 
weermag daar te stel. 

In die kapelaansbediening moet die fokus geng word op mense se 
beklemtoning van ander se 'verskille' en 'andersheid', soos Denise 
Ackermann dit stel, wat dikrwels die teelaarde van polarisasie en 
vervreemding is. Een van die gebiede waar hierdie sindroom duidelik is, is 
in die kultuurgebruike van verskillende etniese groepe in die SANW. Dit is 
.bier waar die kapelaan deur verskillende metodes 'n besondere bydrae kan 
lewer. Vir eers kan Iede deur die programme, 'Kulturele Diversiteit', waarby 
die kapelaan betrokke is, sensitief gemaak word om mekaar se kulture te 
respek.l:eer. Daar moet gestreef word om onder die toleransievlak van ander 
se 'andersheid' te gaan om begrip en waardering vir mekaar se 'andersheid' 
te he. Dan is daar ook nog die 'Cultural Observance Days'(Kulturele 
Onderhoudingsdae) wat met vrug aangewend kan word om lede aan n1ekaar 
se kulture voor te stel. Die kapelaansperiodes skep 'n besondere geleentheid 
om in interaksie met lede te kom en hulle te begelei tot 'n dieper begrip vir 
mekaar se gebruike en gewoontes. Ook speel literatuurverspreiding met 
dieselfde doel 'n besondere rol in die bewusmakingsproses. 

In sy bediening sal die kapelaan moet aansluiting vind by Ackermann se 
soeke na 'n 'etiek van verhoudings'. Daar sal emstige aanknopingspunte 
gevind moet word om, ten spyte van die verskille van mense, vlakke te vind 
waar verhoudings gevestig kan word. Ek sou se dat die kapelaan juis by 
programme soos Regstellende Aksie en Gelyke Geleenthede betrokke moet 
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word om adviserend op te tree; om rigting aan te dui en om toe te sien dat die 
programme reg ge1rnp limenteer word. 

Die ingesteldheid van die kapelaan in sy ampswerk is om lede te wys op die 
skeppingsordening, dat almal na God se beeld geskape is~ en dat hulle dus 'n 
intrinsieke goedheid in hulle omdra. Met ander woorde, hy sal deur middel 
van die Skrif mense moet genees van uiterstes wat wissel van 
meerderwaardigheidskomplekse, tot lae selfbeelde waar mense hulself verag 
en 'n 'minus-lewe' leef 'n Heropbouproses sal dus moet geskied. Mense 
sal bewus gemaak moet word dat almal een in Christus is, derhalwe sal 
rassistiese, seksistiese en ander afwykende gedragsverskynsels doelgerig 
teengewerk moet word. 

Die konsep 'ubuntu' en die implikasies wat dit inhou vir die Iewenskonteks 
en werksomgewing, sal tot groter reg in die SANW moet kom sodat lede 
meer bewus kan word van hul interafhanklikheid teenoor mekaar. Dit is slegs 
moontlik dat lede met mekaar versoen kan word deur aanvaardin~ begrip en 
respek vir mekaar. Slegs wanneer hulle gelei word tot die besef dat hulle 
aangewese op mekaar is, dat hulle 'een in Christus' is en derhalwe 
'kamerade' in dieselfde stryd is, word skeidsmure afgebreek en ontdek hulle 
mekaar. 

As verhoudings reggestel word, is dit moontlik om 'n nuwe gemeenskap te 
vorm, waar gemeenskaplikhede beklemtoon word en onderlinge verskille op 
'n beskaafde wyse besleg word. Dit is die pad wat gevolg moet word tot 
enige poging om lede te versoen. 

As fondament vir die kapelaan, vestig Ackermann die aandag op die 
grondbeginsels van 'om in verhouding te wees' na analogie van die 
gemeenskaplikheid wat bestaan tussen die Drie-enige God, wat weer met die 
mens in verhouding staan om sy verhoudings onderling te herstel. In Jesus 
vind die kapelaan sy diepste begronding van bediening tot versoening, wat 
vervat word in Jesus se bevel om God met die hele hart lief te he en die 
naaste soos jouself Mense sal gelei moet word om opnuut na ander te 
Iuister, om hulpvaardig te wees, en om mekaar liefte he. En die uitdaging vir 
die Kapelaan in die bediening van die diverse kulturele milieu van die 
SANW, is om as fasiliteerder van versoening op te tree binne hierdie 
konteks. 
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5.2.4 GENESINGSBEDIENING 

As die stem van die Kerk in die kultureel diverse milieu van die SANW, 
staan die Kapelaansdiens voor 'n uitdaging om die bediening te bring in 'n 
unieke situasie waar vele kontraste voorkom. 

Hierdie kontraste hou verband met wyd uiteenlopende verskille op feitlik 
elke terrein van hierdie organisasie. Kultuurgroepe uit elke etniese groep in 
Suid-Afrika is hier saamgevoeg. Magte met totaal uiteenlopende ideologiee 
en politieke agendas is onder een sambreel saamgebring. Hulle word 
gekenmerk deur taalverskille en uiteenlopende milirere agtergronde wat 
vanuit elke werelddeel voortspruit. Almal is saamgebring deur wetgewing in 
die nuwe demokrasie om die Suid-Afrikaanse Nasionale Weermag te vorm. 

Te midde van dit alles is die organisasie besig met 'n oorgangsproses van 
transformasie, waar programme van Regstelling Aksie, Gelyke Geleenthede 
en Kulturele Diversiteit ingestel word. Lede wat verontreg was, word deur 
hierdie programme in 'n posisie geplaas om 'n loopbaan te kan volg. 
V oormalige magte staar 'n tydelike verbod in die gesig ten opsigte van 
aanstellings, bevorderings en opleidingsgeleenthede. Programme van 
verteenwoordiging word ingestel, sodat die organisasie die demografie van 
die bevolking sal weerspieel. 

Die gevolg van hierdie toedrag van sake, is dat Iede mekaar oor kleur, 
politieke en ideologiese grense heen kritiseer. Misverstande kom voor as 
gevolg van verskille op kulturele gebiede. Veral by die voormalige SAW 
bestaan daar 'n gevoel van meerderwaardigheid, omdat hulle voel dat hulle 
beter opleiding geniet het, teenoor die derderangse opleiding van die 
gerepatrieerde magte. Ook wat die Westerse kllltuur betref waartoe die 
meeste van die voormalige magte behoort, voel hulle dat hulle ver uitstaan bo 
die 'minderwaardige, agterlike Afrika-kultuur'. 

Daar heers verder ook 'n sterk gevoel van 'n 'ons-hulle' -ingesteldheid onder 
die gerepatrieerde magte, MK en APLA, en die SAW. Hierdie magte was 
voormalige aartsvyande wat mekaar as prooi beleef het. 

Wanneer daar na die transformasieproses gekyk word, kom hier nog 
geweldig baie beskuldigings en verwyte voor soos 'omgekeerde 
diskriminasie'; 'mense word in poste aangestel waarvoor hulle onbevoeg, of 
nie opgelei is nie'; 'swartes kry nou voorkeur'; 'ANC-Iede word in 
bevorderingsposte aangestel'~ 'hulle wil ontslae raak van blankes' en nog 
baie klagtes en verwyte. 
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Die gevolg hiervan is agterdog, nepotisme, verbittering, woede, teleurstelling 
en selfs haat. Sommige lede sien nie meer vir hulle 'n toekoms in die 
organisasie nie. Ander praat neerhalend van die organisasie as 'n 'sirkus'. 
Die gevolg is dat daar 'n 'laer-mentaliteit' ontstaan waar elkeen sy eie soort 
soek en die ander vermy, of selfs as vyande beskou. 

U it my groepbesprekings en persoonlike onderhoude is hierdie menings weer 
en weer gestaaf. Die Kapelaan het die beskeie roeping om hierdie groepe tot 
'n eenheid saam te bind; om versoening te bewerkstellig; en om 'n nuwe 
gemeenskap daar te stel. 

Ek wil aanvoer dat, voordat enigiets anders aangepak word, die Kapelaan sy 
fokus moet instel om die rol van 'geestelike geneesheer' te speel. Stukkende 
lewens en verhoudings sal eers geheel moet word. Eers dan, en slegs dan, 
sal lede uit 'n ander hoek na mekaar kvk om hande te vat en die pad van 
versoening en gemeenskap saam met mekaar te loop~ asook genesing van 
gebrokenheid ondervind. 

Die bediening tot genesing is egter nie 'n nuwe verskynsel nie. Deur die 
eeue het die Kerk haar spesiale verantwoordelikheid besef om te bedien in 
omstandighede van gebrokenheid, lyding, pyn en nood. Hierdie 
verantwoordelikheid is deel van die Kerk se unieke aard om wonde te genees. 

In die praktyk bet die kerk soms hierdie bediening agterwee gelaat. V andag 
het daar egter 'n nuwe besef van hierdie verantwoordelikheid gekom, te wete 
die amp van genesingsbediening. Hierdie nuwe besef word soos volg deur 
Hannes Jonker gestel: 

"Today it is being said in no uncertain terms that the Church has its own unique 
and authentic healing ministery which is in essence the heart of the pastoral 
ministry" (Jonker 1986:143). 

Hierdie verantwoordeliksbesef hou verband met 'n herwaardering van die 
wese van die mens: 

"The common conclusion is that our pastoral task embraces active healing in this 
broken reality" (Jonker 1986:143). 

Die diepste begronding van hierdie verantwoordelikheid is in die sending van 
Jesus Christus. Die naam 'Jesus' of 'Yeshua' beteken in Aramees 'Yahweh' 
of saligheid, soos McNutt (1974:41) dit saamvat: 

"He who was the Messiah, the 'Anointed One' or 'The Christ' has come to express 
by Word and work that 'Yahweh is salvation."' 
Dit is dan ook presies hoe Jesus sy eie sending sien: 
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"... the time of the Messiah would be a time of healing, liberation and salvation" 
(McNutt 1974:41). 

Hierdie 'genesing', 'bevryding', 'redding' moet teen die Hebreeuse 
agtergrond verstaan word waarteen dit uitgespreek is. Teen hierdie 
agtergrond is die mens nie beskou as 'n verdeling van siel en liggaam nie, 
maar as een geheel. W anneer daar dus van genesing gepraat word, moet dit 
nie slegs in 'n geestelike sin verstaan word nie, maar as die genesing van 'n 
persoon in sy hele menswees. In Jesus se eerste boodskap in die tempel het 
hy hierdie holistiese benadering tot genesing verkondig. In hierdie 'sending 
manifesto' stel Jesus dit duidelik dat genesmg deel van die 
saligmakingsproses is: 

"Healing is an as aspect of this salvation and therefore belongs to the essence of 
that for which Jesus came and for which He is still alive" (Jonker 1986:143). 

Die 'bevrydende genesing' word nie in 'n toekomstige perspektief in die 
vooruitsig gestel nie, maar dit vind hier en nou plaas, soos wat Jesus aan sy 
hoorders in Lukas 4 gese bet, "dat hierdie teks vandag in vervulling gegaan 
het." 

Die vraag na genesingsbediening het so prominent geword in die tyd waarin 
ons leef, dat daar baie voorbeelde hiervan in ons land is. 'n Organisasie 
'Christian Listeners', wat hul oorsprong in Brittanje het, beplan sedert 1994, 
(met die vorming van die nuwe demokrasie) werkwinkels met die doel om 
'Christelike Iuisteraars' op te lei. Hierdie "Iuisteraars" moet Iuister na 
gebrokenheid, verbittering en alle elemente wat teen menswees indruis. 
Hulle vaardighede word in <liens van die land gestel om genesing en 
versoening te bewerkstellig. 

Ook die organisasie 'Healing of Memories' bet tot stand gekom om 
geloofsantwoorde te probeer hied aan die W aarheids- en 
Versoeningskommissie ten opsigte van fisiese en sielkundige letsels wat deur 
die Apartheidsisteem veroorsaak is. Die doelstellings van hierdie 
werkswinkels is as volg: 

"Each workshop is an individual and a collective journey, exploring the effects of 
the Apartheid years and dealing with these issues in an emotional, psychological 
and spiritual level. We examine our individual story while sharing with others in 
theirs. We have a dramatic presentation to help us focus, there is time for 
reflection, creative exercises and sharing in small groups. Together we list 
common things and discover the depths of our common humanity. The workshop 
reaches its climax in a liturgy of celebration. We hope to help all of us along the 
road to a new life. We create a sense of community across the usual South African 
barriers of racism, sexism, age-ism, linguism, able-ism, politics, etc. We relax 
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together cross-culturally which is often a first for many people" (Newsletter, A 
Religious Response to the Truth and Reconciliation Commission 1977). 

Tiniiiko Sam Maluleka lewer ook hieroor kommentaar, met verwysing na die 
Waarheids- en Versoeningskommissie: 

"There is no denying that the basic idea behind the Truth and Reconciliation 
Commission (TRC) process is a noble one. After years of Apartheid and its dire 
consequences, South Africa11s do need national healing. This is especially true 
since black people have been dehumanised and oppressed for more than 300 years. 
South Africa is indeed a wounded nation. The wounds go beyond what can be 
seen with the naked eye and beyond what has been recorded or celebrated" 
(Missionalia 1997:324). 

Verder haal Maluleka van Desmond Tutu aan wat hierdie behoefte aan 
genesing verder beklemtoon: 

"Our nation needs healing. Victims and survivors who bore the brunt of the 
Apartheid system needs healing" (Missionalia 1997:8). 

Tutu wys daarop dat 'genesing' nie slegs vir diegene bedoel is wat verontreg 
is nie, maar ook vir die wat onreg gepleeg het. Die gedagtes van Tutu word 
deur Autrey in perspektief gestel: 

"The majority of the bedevilling tensions which plaque humanity stems from a 
deep-seated consciousness of guilt complexes that must be changed, and they must 
know that the wrongs have been corrected and absolved. A sense of real 
forgiveness is essential in human relations to bring permanent relief' (Autrey 
1976:23). 

Willem Saayman gee 'n defmisie van genesing soos dit vanuit die Christelike 
sending beskou is: 

"Ek meen dat genesing 'n dimensie van die Christelike sending is, meer spesifiek 
die betrokk:enheid by Jesus van Nasaret in die oorwinning oor die heerskappy van 
God oor alles wat menslikheid ondermyn: hose magte, en die onderskeie 
hedendaagse afgode van die dood ( soos armoede en wanvoeding, 
dwelmverslawing en siektes wat gepaard daarmee gaan, vrye geslagtelike verkeer 
en geslagsoordraagbare siekte ). Genesing is dus meer as die blote afwesigheid van 
siekte in watter vorm ook al, maar impliseer ongeskondenheid (wholeness) en 
lewensvolheid. 'n Christelike genesingsbediening is dus nou betrokk:e by die hele 
proses van menslike bevryding" (Saayman 1990:146). 

Die tradisionele Afrika-beskouing van genesing is 'n spie~lbeeld van 
Saayman se siening van genesing. Gesondheid vir die Afrika-mens bestaan 
daarin dat die individu tot 'n gesonde gemeenskap behoort. Die 
'ongeskondenheid' en 'lewensvolheid' waarvan Saayman melding maak, hou 
in die Afrika-konteks nou verband met ewewig in die gemeenskap ten 
opsigte van gesonde verhoudinge tussen mense, ook met hul omgewing. 
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In die strewe na versoening in van die kapelaansdiens is die uitdaging om 
eers met die proses van genesingsbediening te begin. Gebroke lede wat van 
mekaar vervreem is, sal eers genees moet word voordat hulle bereid sal wees 
om deel van 'n versoende gemeenskap te word. Genesing sal op verskeie 
fronte moet geskied. Lede sal hul menswaardigheid op sigself en deur hul 
Skepper moet besef: genesing moet ook gevind word vir afuykende 
gedragspatrone, soos o.a. bevooroordeeldheid, stereotipering en rassisme. 
Genesing is 'n voorvereiste vir wedersydse vertroue in mekaar. 

Die kapelaan sal 'n rol moet speel om prosesse soos Transformasie te 
bespoedig, sodat lede hul regmatige plek in die organisasie kan inneem en 
enige diskriminasie aan bande gele kan word. Al hierdie stappe is deel van 
die proses om versoening in die SANW milieu teweeg te bring. 

In aansluiting by die organisasie, 'Christian Listeners', sal die kapelaan saam 
met Iede van die mag moet sit om na hul Iewensverhale, pyn, frustrasies en 
aspirasies te luister. Die verhale wat hy boor, sal noodwendig moet lei na 
versoening en genesing. Ander bet weer sk"Uldgevoelens oor hul aandeel aan 
die ongeregtigheid van die verlede. Ook hierdie lede moet 'n proses van 
ontlading deurgaan en gelei word op die pad na aanvaarding en vergifnis. 

5.2.5 VERSOENING AS METAFOOR 

In 'n poging om die konsep 'versoening' te defmieer in die idoom van die 
kontemporere tydvak waarin ons leef, het Erik Doxtader in 'n aflewering in 
'Is it Reconciliation if we say it is? Discerning the Rhetorical Problem in the 
South African Transition' die volgende stelling gemaak: 

"When distanced from the divine released from the nation that is it strictly a gift 
and action of God, the faith of reconciliation appears poetic. Reconciliation 
promises a beginning, the creation of that which we can neither hold or control. It 
is something that goads our imagination and extends our knowledge. We quantify 
reconciliation at the risk of rendering it Canal" (Erik Do:xtaber aangehaal deur 
Charles Villa-Vicencio). 

Charles Villa-Vicencio wys in sy toespraak by 'n kapelaanskonferensie in 
2002, daarop dat die 'versoening nie in gevangenisskap, ideologies, 
k'llltuurgebonde of by wyse van 'n dogma bedryf kan word nie'. Hy stel dit 
as volg: 

"Reconciliation must by definition reach beyond the restricted ghetto of any creed, 
culture ideology. It must necessarily be both conceptually and substantially 
available to everyone. Long held to be a religious concept, in order to attain 
universality, it must acquire secular meaning too. A simple, even a complex 
definition of reconciliation that fails tot provoke, imagination an unlock yet to be 
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discovered possibilities of life, fails to enable suffering individuals and wounded 
people to move forward. Ideological war over definition of reconciliation, of what 
is and is not required for it to happen, is enough to persuade all but the most rigid 
Zealots that precise definitions and formulas concerning reconciliation often do 
more harm than good. The goal of reconciliation is the transcendence of an 
impasse that has capacity to destroy. Reconciliation defies reduction to a neat set 
of rules. It is more than theory. There are no simple ·how to' steps involved. It 
includes serendipity, imagination, risk and the exploration of what it means 'to 
start again'. It involves grace. It is a celebration of the human spirit. It is making 
what seems impossible possible. It is about the complex business of real people 
engaging one another in the quest of life. It is an art rather than a science.: 

5.2.5.1 TEOLOGIESE WANOPVATTINGS 

Die dominante teologiese paradigma het 'n geykte patroon in vele sirkels 
geword, te wete belydenis., bekering, restitusie en vergifnis. wat gevolg word 
deur versoening. Dit het 'n onuitwisbare invloed gehad op sowel die 
teologiese, as die sekulere debat. Om hierdie rede is die gedagte aan 
versoening as 'n utopie beskou, wat nie van hulp was in die politieke debat 
oor groeps- en nasionale konflik nie. 

Mivosloz Volf wil bogenoemde in die regte perspektief stel, wanneer hy ons 
herinner dat daar geen 'autonomous and self-constituting entities' in human 
relationship, we are inextricably bound to others with whom we have 
historical and contemporary contact." Dit is deur menslike kontak dat die 
genesingsproses begin. Dit beteken of impliseer nie dat bekering, 
geregtigheid en ander belangrike dimensies van menslike verhoudings 
opgeskort, of nie in aanmerking geneem word nie. Die stryd teen 
ongeregtigheid is deel aan die fundamentele soeke na versoening. Daar is 
geen twyf el hieromtrent nie. Die strewe na geregtigheid is 'n doel wat 
gepaard gaan met die proses van versoening (aangehaal deur Villa-Vicencio 
2002). 

Daar bestaan 'n behoefte as 'a relationship - centric approach to 
reconciliation' ('n verhouding - sentrale benadering tot versoening) 
Lederach in Helmick, en Petersen (2001: 185). Bekering is nie 'n skielike 
handeling of morele insig nie. Dit is 'n proses van lering. Dit is die begin 
van 'n nuwe lewenswyse. Daar bestaan verskillende gesindhede teenoor, en 
verhoudings met diegene van wie ons te1kens vervreemd is. Dit is 'n 
verhouding wat dialoog in die middel wil plaas in die stryd om ten volle 
mens te wees, wat erken dat mense onvolmaak is en dikwels vervreemd van 
mekaar is (aangehaal deur Villa-Vicencio). 
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Hierdie soeke om uit die sirkel van vervreemding, waarvan Villa-Vicencio 
melding maak, weg te breek en met mek:aar te versoen, word ook deur 
Desmond Tutu (1999:31) beskryf: 

"Often .neglected at the height of war, rebellion and conflict, is a principle that 
underlay the South African transition from Apartheid to democratic rule. It 
involves an anthropological reality grounded in a philosophy of 'ubuntu', states 
that a person is only a person through other people. The quest for humanity is 
never in isolation from others. It is inherently communion with others, where the 
mutual shaping of one another is possible. As such it is necessarily opposed to a 
sense of fatalistic surrender to estrangement. It involves the creation of the kind of 
future that pursues the creation of a society that transcends exclusion and 
alienation, in reacJl of exclusivity and reconciliation". 

Die teologiese aandrang op belydenis, bekering, teenstand en vergifnis is 
belangrik. In sy toespraak aan die kapelaansdiens is Villa-Vicencio (2002) 
die volgende mening toegedaan: 

·'They are enduring and need to be addressed. Any suggestion that they are a 
necessary precondition for the possibility of getting reconciliation underway is, 
however, likely to be a counter-productive alternative approach, which identifies 
reconciliation as 'process' rather than 'goal' is more helpful. This pastoral 
approach is not an alternative to, but an inherent part of a viable 'prophetic· ethic 
of reconciliation and forgiveness." 

Villa-Vicencio wys op die geykte soeke na versoening, wanneer hy Bernard 
Spong aanhaal. Kerkleiers in Suid Afrika is dikwels vasgevang in 
verskillende benaderings tot versoening en vergifnis. In 'n onderhoud wat 
Bernard Spong met geestelike leiers gevoer het, word bekering voorgestel 
voordat daar enige sprake van versoening kan wees; dit is die prys wat betaal 
moet word. (Onderhoude gevoer namens die 'American Association. for 
Advancement in Science', 2001). Regdeur die onderhoud was daar 'n 
besorgheid oor 'goedkoop genade ', wat toegeskryf kan word aan die 
onvermoe van individue en die Kerk as geheel om openlik hul 
betrokkendheid in die euwel van Apartheid te bely. Die argument lui dat 
onvoldoende herstel en vergoeding aan die slagoffers en om vir die 
nalatenskap van die verlede te vergoed, die moontlikheid van versoening 
ondermyn. Hierdie volgorde, stel een van die deelnemers voor, is die 
vereiste vir versoening. Nog 'n deelnemer se mening, is dat: versoening eers 
regtig gaan gebeur wanneer mense ekonomiese transformasie en ekonomiese 
geregtigheid ervaar. Die besorgdheid van die leierskap en hul verstaan van 
die doel wat nagestreef moet word, is edel en noodsaaklik. Hulle voorsien 
egter min of geen voorstelle van hoe die nasie tot by hierdie besef moet kom. 
Hulle bied 'n teologie van die wet onder die naam van profetiese teologie. 
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5.2.5.2 ONDERSKEIDING VAN DIE MET AFORE 

Villa-Vicencio beskryfmetafore op weg na versoening wanneer hy se: 
(i) Versoening sluit nie noodwendig vergifnis in nie - dit is slegs 'n 

begin, 'n gewilligheid om met mekaar te praat, om 'n naasbestaan 
te voer. 

(ii) Versoening onderbreek patrone van gebeure - ou wyses om met 
mekaar te kommunikeer of gesindhede wat in die verlede teenoor 
mekaar openbaar is, word onderbreek. 

(iii) Versoening is 'n proses - 'n ontdekking van ander se behoeftes. 
Dit is die begin van die bou aan 'n verhouding. 

(iv) Versoening ontwikkel begrip, maar begrip lei nie noodwendig na 
versoening nie. Maar aan die ander kant, wanneer die verhaal van 
die 'dader van ongeregtigheid' vertel en verstaan word, kan dit die 
persepsie van die slagoffer versag. Dit maak ruimte vir interaksie 
tussen vervreemdes. Baie daders van ongeregtigheid is self 
slagoffers van die een of ander aard soos propaganda, godsdienstige 
indoktrinasie of vrees. Om die dader van ongeregtigheid te 
verstaan, is die begin van die verstaan van hose magte. 

( v) Versoening vereis erkenning; in di en twee opponerende partye tot 
skulderkentnis kan kom, word die weg vir toekomstige gesprek 
gebaan. Erkenning beteken egter nie dat die daad van 
ongeregtigheid vergeet word nie; ook nie dat die twee 
opponerendes vriende word nie, maar die openlike vyandigheid 
word verbreek. 

(vi) Versoening neem tyd- dit is die begin van die proses van genesing. 
Daar moet deur verskillende emosies gewerk word en dikwels tot 
aanvaarding gekom word. 

Villa-Vicencio som sy onderskeiding van metafore op die pad na 
versoening op deur weer die vraag te vra: 'Wat is versoening dan' Hierop 
gee hy die volgende antwoord: 

"We have suggested certain pointers. Interruption, something less than 
forgiveness, process, understanding, acknowledgement and patience. To the extent 
that 'a word is what is produces', it has something to do with the engaging people 
in an attempt to overcome enmity. This could be grounded in self-interest, in 
curiosity or in intrigue. Ultimately it involves grace' (Toespraak by 
Kapelaanskonferensie 2002). 

Op 'n dieper vlak gee versoening uitdrukking aan die Aftika-konsep 
'ubuntu'. Dit behels dat mense onvolledig is, indien hulle in vervreemding 
met ander Ieef Villa-Vicencio sien hierin ooreenkomste met St. Augustinus 
se belydenis: 
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"It is an African spirituality that is akin grounded in the Western theological 
tradition that comes to expression in the writings, for example, of St. Augustine. 
Seeking to develop a way forward amidst the escalation of violence and enmity, 
that led to the fall of Rome in 410 gave expression to an enduring dimension of 
Western spirituality in his confessional meditation: 'thou hasn't made us for 
thyself and our hearts and minds shall know no rest until they find rest in thee.' 
Grounded in the New Testament imperative, as it is, we are reminded that the 
Biblical 'Thee' is inextricably related to a 'thou'. 

Lief de teenoor God en lief de teenoor die naaste kan nie geskei word nie. 
Hierdie simbiotiese liefde teenoor God en die naaste dui op mense se soeke 
na mekaar, wat deel vorm van die Afrika- en Europese spiritualiteit. Hierdie 
soeke of begeerte wat diep in menswees setel, oorbrug selfs konflik wat 
tussen mense bestaan, in die woorde van Villa-Vicencio: 

"Suffice it to say. within the kind of spirituality that links the love of God and the 
love of humanity, that lies at the heart of African and Western spirituality there 
resides within humans and nations a desire for living in peace one with another, 
which seeks to transcend even the most hostile conflicts. Often neglected at the 
height of war, rebellion and conflict, this hope drives conflict, resolution, 
peacemaking and the need for co-existence. It is an anthropological incentive, that 
those who would live in peace with their neighbours would do well to ponder." 

Die bydrae van Villa-Vicencio is vir die kapelaan 'n rigtingwyser in sy soeke 
na versoening onder die magte in die SANW. Die soeke na versoening moet 
nie begrens word deur kultuur, godsdienstige of ideologiese denke nie, maar 
moet oopstaan vir al die belanghebbendes. Van wesenlike belang is dat die 
stappe op pad na versoening met versoening as vertrekpunt begin, en nie met 
die tradisionele wyse van berou, bekering, restitusie en daama versoening 
nie. Dit is ook van belang dat daar verskeie voorvereistes vir versoening is, 
begrip daarvoor dat versoening 'n proses is wat oor 'n langer tydperk 
geskied. Ek vereenselwig my met die stappe wat Villa-Vicencio voorstel. Sy 
eerste voorstel, te wete 'versoening sluit nie noodwendig vergifnis in nie', val 
egter vreemd op die oor deurdat vergifnis juis na my mening inherent tot 
versoening staan. 

5.2.6 VERSOENING AS SIMBOOL VAN TUISKOMS 

In hierdie hoofstuk word besondere klem gele op die soeke/strewe na 'n 
simbool van versoening. Enersyds, sou ek se dat die omstandighede rondom 
die samestelling van die SAW..V dringend 'n 'simbool' van versoening 
benodig, sodat hierdie belangrike organisasie wat ten doel het om die 
soewereiniteit van die land te verdedig en die burgers van die land moet dien, 
tot sy volle reg kan kom. Die Suid-Afrikaanse burgers kyk met verwagting 
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na die SANW as bewakers van hulle belange. Telkens word die vraag dan 
gevra of die transformasieproses 'n sukses is, al dan nie. 

Andersvds, speel die kapelaan in die kapelaansbediening as 'tware 'n dubbele 
rol. Om bogenoemde ideaal te verwesenlik, moet hy meewerk om 'n klimaat 
te skep waar mense oor kultuur- en kleurgrense heen mekaar kan vind~ waar 
die vervreemding en gebrokenheid van die verlede geneutraliseer kan word; 
en waar hy konflik, kwade gevoelens en wrywing kan ontlont. Ek is van 
mening dat die kapelaan se eerste rol sy tweede rol bemvloed en moontlik 
maak, te wete, dat versoening 'n 'Konink:ryksteken' vergestalt, met ander 
woorde dat die Stem van God duidelik gehoor kan word binne die SANW 
militere milieu. Dit is eers wanneer die kapelaan horn vereenselwig met die 
lede se belewenisse, hul hartseer, hul blydskap en hul verwagtings dat hy 'n 
duidelike en beduidende rol kan speel in die SANW. Sy betrokkenheid by 
hul lewens, en by hul wel en wee open die deure vir die Evangelie; maak lede 
sensitief vir die eise van die Woord; skep die geleentheid om dit as hul eie te 
identifiseer en aan te neem. Met ander woorde, die kapelaansbediening moet 
gekontekstualiseer word in die werksomgewing, en so, kan ons se dat die 
kapelaansdiens homself 'bemark' om toeganklik en aanvaarbaar vir mense te 
wees. In 'n latere onderafdeling waar ek spesifiek gaan besin oor die 
kapelaansbediening binne die konteks van transf ormasie in die 
verwesenliking van versoening, gaan ons besin oor sy bedieningsbenadering 
vanuit 'n strukturele verstaan van spiritualiteit. 

Vir eers wil ek slegs besin oor die vraag na 'n simbool wat heenwys na en 'n 
teken van versoening is. Dit is van die uiterste belang dat hierdie simbool 
moet realiseer, enersyds ter wil1e van die lede in die SANW, omdat hulle 
lewens grootliks hierdeur bemvloed word. Hulle wil weet waarheen hulle op 
pad is en of daar nog 'n toekoms in hierdie organisasie is. Is dit nog die 
moeite werd om jou te verbind tot die SANW? Maar die breer Suid­
Afiikaanse burgers soek ook 'n teken, 'n simbool wat aandui waarheen 
hierdie organisasie op pad is. Is dit die moeite werd om soveel kapitaal van 
belastingbetalers te investeer in hierdie organisasie? Is die organisasie nie 
maar net 'n sluimerende reus wat, as dit ontwaak, alles sal meesleur nie? 

Die SANW het geen ander keuse as om simbole daar te stel wat daarop wys 
dat sy 'n verenigde militere mag is, wat edele bedoelings vir hierdie land het, 
wat al die burgers van die land wil dien en die veiligheid en vrede van almal 
wil waarborg. 

Die geloofsgemeenskap van Suid-Afrika het ook 'n behoefte aan 'n teken of 
simbool in die SANW. Hulle het geinvesteer deur hul onderhandelings met 
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die owerhede om 'n kapelaansdiens in die militere milieu te vestig. Is dit 
werklik die moeite werd of is dit 'n vermorsing van mannekrag van die 
geloofsgemeenskap? Maak die kapelaansdiens enige verskil aan die mense 
in die organisasie se lewens? Is hulle nou maar net nog 'n 
welsynsorganisasie naas die maatskaplike organisasie in die SA_.N\V? 

Die kapelaansdiens staan voor die uitdaging om aan hul 'surrogaat-ouers', te 
wete die kerk, tekens of simbole te gee dat hul bestaansreg geregverdig is. 
Soos dan ook reeds gese, moet die kapelaansbediening van so 'n aard wees 
dat dit eenvoudig onmisbaar in die SANW is. Dit sal bemoeienis moet maak 
met die belange van die lede in hul werksomgewing en onderskeie 
lewensomstandighede. Dit sal 'n unieke bydrae lewer tot blywende vrede en 
versoening. Maar bowe alles, is die 'teken' wat die kapelaan aan die 
geloofsgemeenskap, asook die Opperheerser van die kerk moet gee, om 
gestalte te gee aan God se Koninkryk in hierdie n1ilieu, sodat lede hul 
verankering in God se Koninkryk sal besef Die 'teken' of 'simbool' moet 
duidelik sigbaar wees dat versoening plaasgevind het en dat mense in 
harmonie en vrede sruunwerk, danksy die meewerk van 'n kapelaansdiens in 
hierdie milieu. 

'Simbole' of 'tekens' dat daar daadwerklik iets aan die gebeur is, is 
onontbeerlik. Ek wil hierdie belangrikheid hiervan en die rol wat dit in die 
lewe van mense speel, aan die hand van Jan Botha in sy artikel van die 
Instituut van Reformatoriese Studies aanhaal: 

"Trouens sou ons se dat jy jou hele werklikheid beleef in terreine van wat 'n 
'symbolic universe' genoem word. Dit is die sisteem van opvattings, idees en 
oortuigings in terme waarvan ons die wereld beleef en wat deur middel van taal 
( dus, simbole) 'n 'wereld' skep. Simbole spreek die strukture van mense se 
verbeelding aan en affekteer dus die manier waarop mense die werklikheid beleef 
en daarop reageer. Simbole (ook godsdienstige simbole soos 'versoening') kan 
dus dikwels 'n baie groot rol speel in die sosiale transformasie van die 
werklikheid" (Botha 1988: 14 ). 

In die SANW konteks behoort daar 'n doelgerigte strewe en ingesteldheid te 
wees om naarstigtelik vir hierdie 'simbool' te werk - 'n simbool van 
versoening, 'n simbool wat rigtinggewend is, 'n simbool wat heen\\-ys dat die 
SANW op pad is na 'n glorieryke toekoms waar almal in vrede saamwerk en 
saamleef en mekaar as medeburgers, maar ook as medegelowiges onder die 
Skepper saam dien. 
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5.2.7 VERSOENING : WEE TOT VREDE EN GENESING 

In die Ou Testament vind ons die teks wat byna as 'standaard' -teks 
aangewend word in die stappe na versoening en genesing. Hierdie teks kom 
voor in 2 Kronieke 7: 14. Die teks sit die stappe logies uiteen wat dan uitloop 
op genesing: " ... en my volk oor wie my Naam uitgeroep is, toon berou 
(hulle verootmoedig) en bid en vra na my wil (my aangesig soek) en draai 
terug (hulle bekeer) van hulle hose (verkeerde) wee, sal Ek (luister) uit die 
hemel hoor en hulle sonde vergewe en hulle land Iaat herstel. 

Die eerste woord of frase in hierdie teks is 'verootmoedig'(toon berou). Dit 
is die eerste vereiste vir ware versoening. Hierdie terme behoort tot die 
teologie en verkondiging van bekering. Soms verwys die teks na 'n individu, 
maar ander kere weer na 'n gemeenskap of 'n nasie. 

'Verontmoediging' (berou toon) veronderstel drie vorms van handeling. 
Eerstens, veronderstel dit om na die Here terug te keer. Dit impliseer 'n 
werklike terugdraai van die verkeerde en om die teenwoordigheid van die 
Here te soek. Tweedens, behels die term 'verootmoediging' (berou) voor 
God; ook 'n geween voor God; om te vas en in rou te gaan. En derdens, 
beteken dit belydenis van sk.-uld en die smeek om vergifnis. Die teks toon ook 
aan dat belydenis van skuld nie slegs beperk behoort te word tot die huidige 
geslag nie, maar ook die belydenis van oortredings van die voorgeslagte moet 
insluit (Lev. 26:40). Viral die oortredinge verwag God dat die sondaar om 
vergifuis moet vra. Belydenis van sonde en om vergifuis te vra is dus 
voorvereistes om genade en vergifnis te ontvang. 

V ergifuis hou ook verband met 'n ander be grip, naamlik om te bedek. 
Vergifuis hou dus verband met die oopstelling van dit wat bedek is. 
'Verootmoediging'(berou toon) beteken dus nie slegs om sonde te bely en 
skulde oop te stel nie (Num. 5:6), maar ook dat ons skuld en oortredinge teen 
God en ander vergewe word. 'Hulle wat hul oortredinge verberg, sal nie 
voorspoedig wees nie, maar hulle wat hul oortredinge bely en laat staan sal 
genade ontvang (Ps. 32). 

Die volgende term in hierdie teks is dat hulle hulle moet bekeer van 
verkeerde wee. Die Hebreeuse gebruiksvorm beteken dat mense doelbewus 
van God weggedraai het. Die Kronieke gebruik 'n ander term wat die 
teenoorgestelde betekenis inhou, te wete, 'terugkeer'. Dit beteken om terug 
te keer vanaf verkeerde wee in God se rigting. Albei hierdie werkwoorde 
beskryf gebroke verhoudinge. Samuel Abrahams (1997:39-40) Iewer die 
volgende kommentaar op hierdie konsepte: 
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"Although these verbs are not use in the other passages (Lev. 26), I think that their 
meanings are implicit in their respective contexts. This is described as 'not 
humbling their uncircumcised heart', which means a heart that is sealed or 
unresponsive to the will of the Lord (Lev.26:41 ), and 'one person who wrongs 
another thereby breaking faith with the Lord' (Lev.5:6). This 'turning away' 
according to my view is aptly summarized as 'turning aside from your God's 
commandments and your justices' (Dan,9:6). It is a summary of what is also 
labelled as to sin, to do wrong, and to eat wickedly. Although each of these words 
had its own meaning, they are normally used as 'a formula', to express all kinds of 
violations as 'sin'. 

Die volgende vereiste vir ware versoening, is vergifhis. Die Ou 
Testamentiese verstaan van vergifhis is insiggewend. Die konsep vergifhis 
het 'n drieledige betekenis in hierdie konteks. Dit beteken 'bedek' ons 
oortredinge; 'neem weg' ons oortredinge en sonde; laat ons sk-uld en 
oortredinge by ons verbygaan (Douglas JD 1972:435). Hierdie beelde 
'bedek', 'neem weg' en 'verbygaan' word deur and.er beelde bevestig om die 
idee oor te dra van wat eintlik gebeur wanneer iemand se skuld vergewe 
word. Die Psalmis lig ons in: 'So ver soos die ooste is van die weste, so ver 
verwyder Hy ons ongeregtighede van ons' (Ps. 103:12). Jesaja praat van God 
wat die sonde agter sy rug werp (Jes. 31:1) en Miga praat van God wat ons 
sonde in die diepste van die see werp (Miga 7:19). S.P. Abrahams gee in 
verwerkte vorm JD Douglas se definisie van vergifuis weer: 

"Forgiveness is sometimes connected with atonement. And, we have seen, the 
verb from the root (no cover), has the meaning 'to make atonement'. That is, to 
reconcile. Guilt is covered, according to Leviticus. That is why the petitioner in 
Daniel exclaims: "to the Lord belongs mercy and forgiveness (9-9). 
Forgiveness therefore, is not cheap - both for the one who offer forgiveness as 
well as for the other who had to accept it. Forgiveness places one before an 
option; one either persists in deeds which are 'wicked' or takes up the unfailing 
offer of the victim. To receive forgiveness is an offer of a new beginning. To 
offer however, is not without a price. It places before the other an inalienable 
responsibility to make a choice. 

Die laaste konsep in hierdie teks wat dui op ware versoening, is die term 
'genesing'. Genesing is die resultaat indien al die stappe in die proses van 
versoening plaasgevind bet. In vers 14 word genoem dat die land genees sal 
word as al die vereistes ten opsigte van versoening nagekom is. 

Die kapelaan kan, in sy soeke na versoening aanknopingspunte vind by wat 
hierbo gese is. Die situasie in die SANW is dat sommige magte hulself as 
verhewe bo die ander beskou. Dit hou verband met hul herkoms, asook hul 
opleiding. Die voormalige SAW meen dat hul opleiding beter as die 
gepartrieerde magte se opleiding is. Gepartrieerde magte, op hul beurt is van 
mening dat hulle intemasionale opleiding ontvang het, derhalwe slaan hulle 
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hulself hoer as die ander aan. Die verskynsel van meerderwaardigheid vs. 
minderwaardigheid hou egter ook verband met kulturele gebruike en 
gewoontes. Dit is op hierdie punt waar die kapelaan 'n rol kan speel deur 
lede te lei langs die weg van 'verootmoediging' (berou) - dit wil se om 
ander as gelykes te beskou en om nie op mekaar neer te sien nie. Hy kan 
hulle lei tot die besef dat, ten spy1e van ons uiteerJopende agtergronde en 
verskillende vlakke van opleiding, ons almal maar net mense is, wat deur 
God se genade bereik het wat ons wel bereik het 

Wat die verlede en die 'vryheidstryd' betref, behoort die kapelaan lede deur 
'verootmoediging' (berou) te lei om skuld te erken en mekaar te vergewe vir 
<lade van terreur en onmenslike optrede van die verlede. 

Lede kan met behulp van die kapelaansdiens begelei word om nuwe 
voomemens te maak om nie weer in hul ou wee van verontmensliking te 
verval nie, maar in nederigheid en berou op 'n nuwe weg van versoening en 
gemeenskaplikheid te gaan. 

5.2.8 BEDIENING VIR TRANSFORMASIE IN SANW 

In hierdie af de ling oor versoening wil ek die rol van die kapelaan weer in 
oenskou neem binne die konteks van transformasie wat tans 'n sentrale rol in 
die SA~W speel. 

Baie van die verwarrende emosies wat tans in die SANW beleef word, bet te 
doen met die transformasieproses. Ek het reeds gese dat sommige dit positief 
beleef, maar ander weer negatief Kol Z.A. Makalima Iewer in die 'S.A. 
Soldier' van Desember 2001 lewer die volgende kommentaar rondom 
transf ormasie: 

"'Even though the interim period of transformation may, in the opinion of some 
people, be causing discomfort, I have no doubt that the honourable law-making 
body (Parliament) of the country opted for transformation on the basis that it 
would finally usher in the much longed for dispensation of lasting peace and 
prosperity for the benefit of all the people in South Africa." 

In die omstandighede van verandering en transformasie staan die kapelaan 
voor die uitdaging om deur die 'warrelwind' van emosies en verwarring 
rigtinggewend te wees. 

Die kapelaan het 'n morele verpligting om hoop wat vervaag het by mense, 
weer te herstel en daardeur die entoesiasme terug te bring in die SANW­
milieu. Vrese by mense oor die toekoms moet 'n fokuspunt in die bediening 
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wees om weer sekerheid en vertroue te herstel. Die uitdaging wat in hierdie 
verband voor die kapelaan staan, stel Makalima soos volg: 

"... it becomes morally incumbent upon these professed custodians of religious 
principles to actively facilitate a smooth transformation process. Military 
Chaplains can exercise no better role in this challenging era" (S.A. Soldier 
2001:6). 

Die kapelaansdiens staan voor 'n nuwe bedieningsopset wat verder as die 
tradisionele aanpak of berading gaan, wat tradisioneel verband hou met 
geestelike verryking, pastorale sorg en berading. Met ander woorde, 'n 
paradigmaskuif word benodig na 'n holistiese benadering tot bediening. 

Die klem moet val op 'n holistiese benadering in die bediening, anders sal die 
kapelaan homself in 'n verskraalde bediening bevind, waar spiritualiteit 
oorbeklemtoon word, ten koste van militere personeel se emosionele en 
fisiese gesteldheid. Dit sou uiters kortsigtig van kapelane wees om van lede 
wat verhoudings en werksprobleme ervaar, te verwag om geestelik en 
moreel gesond te wees. 

Daar bestaan geen twyfel dat geestelike ondersteuning in situasies van stres 
en depressie uiters belangrik is, maar dit is selfs meer belangrik vir kapelane 
om die oorsaak van 'n persoon se lyding te ondersoek deur 'n gepaste 
intervensiestrategie vas te stel en die probleem aan te spreek. Deur dit te 
doen, het die kapelaan nie net die geestelike nood van die lid aangespreek 
nie, maar ook sy emosionele en materiele behoeftes. So 'n struk'turele 
verstaan van spiritualiteit kan 'n werkbare oplossing vir effektiewe bediening 
bied binne die konteks van transformasie in die SANW. Hierdie benadetjng 
tot bediening moet almal se fokus wees om eerlike uitkomstes te verseker. 

'n Bediening wat gebaseer is op 'n strukturele verstaan van spiritualiteit sal 
ook kennis neem van die inherente probleme wat veroorsaak is deur die 
geskiedenis van aparte ontwikkeling en die gevolge van duisende wat in 
ballingskap gegaan het, asook die sosio-ekonomiese probleme wat newe­
produkte van hierdie prosesse was. 

Die nuwe benadering van bediening vereis ook die aanvaarding van 'n 
relevante hermeneutiek om die Skrif te interpreteer, sodat lede dit tydens 
kapelaansperiodes kan bespreek. Die kapelaan moet duidelik aantoon wat 
God verwerp en wat Sy wil vir Sy mense is. As transformasie byvoorbeeld 
bespreek word, moet die vraag gevra word hoe lede van die SANW dit 
ervaar; is daar enige Skriftuurlike gronde hiervoor~ en watter relevansie hou 
dit vir lede van die SANW in. 
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Die wyse hoe kapelane met die Slcrif omgaan, behoort stelmatig 'n nuwe 
gedagterigting by lede in die SANW te laat posvat Langs hierdie weg kan 
transformasie makliker aanvaar word, wat die weg na ware versoening en 
eensgesindheid baan. Die kapelaan staan dus voor 'n morele verpligting om 
by transformasie betrokke te raak en om leiding te gee op pad na 'n 
voorspoedige toekoms. 

Om die nuwe bedieningsbenadering effektief uit te voer, moet die kapelaan 
ook 'n verandering van denke ondergaan. Dit behoort nie moeilik te wees 
nie, want uit die aard van hul roeping, behoort hulle die tekens van die tye te 
lees. Makalima (200I:17) is oortuig dat, indien die kapelaan homself tot 
hierdie bediening gee, hy 'n bydrae lewer tot voordeel van die SANW en al 
sy lede: 

"The sincere and unprejudiced commitment of chaplains to transformation and 
reconciliation would mitigate, if not obviate, the frustrations resulting from a lack 
of willingness to accept and rediscover one another." 

Die kapelaan moet 'n pro-aktiewe bediening he en nie net reageer op 
noodgevalle nie. 'n Balans tussen pro-aktiewe en reaktiewe benadering sal 'n 
holistiese benadering bevorder. Sy bediening moet van so 'n aard wees dat 
hy potensiele probleme kan identifiseer en dit bestuur voordat dit tot 'n krisis 
ontwikkeL Dit sal voorkom dat die beeld van die SANW in die gedrang kom 
en lede in moeilike posisies geplaas word. Die kapelaan staan voor die 
uitdaging om deur sy teenwoordigheid in die SANW en sy bediening te help 
met die skepping van 'n getransformeerde gemeenskap waar versoening die 
bindingsmiddel van die organisasie is. 

5.2.9 KENMERKE VAN VERSOENING 

In die lig daarvan dat hierdie afdeling oor versoening vanuit die perspektief 
van die sendingwetenskap gaan~ wiI ek samevattend terugkyk oor die soeke 
na versoening waarby die kapelaansdiens nou betrokke is. Dit is belangrik 
dat hierdie soeke in die kapelaansdiens nie verval in 'n groef van goedkoop 
versoening nie, in die sin van 'versoening ter wille van versoening' om 
daardeur populariteit te verwerf, of sy bestaansreg in die SANW te regverdig 
nie. Dit moet versoening wees wat die diepste wese van menswees raak en 
ook bereid is om geoffer te word te wiIIe van die Koninkryk. 

Dietrich Bonnhoefer het die kerk reeds gewaarsku teen die voortdurende 
gevaar van goedkoop genade - die dodelike vyand van die Evangelie van 
Jesus Christus. Dit kan ook van toepassing gemaak word op 'goedkoop 
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versoening'. David Bosch het by 'n IDAMASA-konferensie in Johannesburg 
die volgende hieromtrent gese: "As ons aan duur genade behoefte het, het ons 
ook 'n dringende behoefte aan duur versoening." Hy het die volgende 
aanmerking oor goedkoop versoening gemaak: 

"Dit is versoening wat soos die woord se, baie min kos, wat met "n minimum 
onkoste verkry kan word. Dit is die toesmeer aan die diepgewortelde verskille. 
Dit is om te redeneer dat ons uiteindelik tog een in Christus is - is ons dan nie? En 
dat die verskille wat tussen ons bestaan, nie werklik saak maak nie. Of is dit om te 
redeneer as ons net werklik met Christus versoen is, ons byna outomaties ook met 
mekaar versoen sal word. Of dit laat dit lyk of ons net in geestelike kategoriee met 
mekaar versoen kan word, nie in die van elke dag nie" (Bosch, D.J. 1977: I). 

Dit is in hierdie sin <lat die kapelaan moet waak teen 'goedkoop versoening' 
wat die geskiedenis van die vryheidstryd oorboord wil gooi met 'kom ons 
vergeet die verlede en kyk na die toekoms'; 'as mense net vir Christus as 
persoonlike Saligmaker aanneem, is all es opgelos'; of 'die dinge van hierdie 
wereld is van verbygaande aard, kom ons vestig ons oe op die toekoms (van 
God)'. Die ander uiterste is <lat die kapelaan almal 'na die mond praat', 'sy 
seile na die wind span', sodat niemand mag aanstoot neem nie en sy 
bediening die skyn van sukses dra, te werp, omdat hy kwansuis sulke goeie 
'menslike verhoudinge' in sy bediening het 

Die vraag ontstaan dus wat 'duur genade' is - as die strewe 'na versoening' 
in die kapelaansdiens met die verhouding tussen God en mens te doen het: 
"Dat God deur Christus die wereld met Homself versoen het en die mense 
hulle oortredinge nie toereken nie. . .. God het Hom in ons plek as sondaar 
behandel sodat ons, deur ons eenheid in Christus, deur God vrygespreek kan 
word" (I Kor.5). As die versoening tussen God en die mens nie in· die 
verhoudings tussen mens en mens gestalte vind nie, het daar nog geen 
versoening tussen God en mens plaasgevind nie. Versoening tussen mense is 
die sigbare kant, of bewys, van versoening tussen God en die mens. 

Daar is 'n voorvereiste om gestalte te gee aan versoening in die SANW. 
Daar bestaan dus wisselwerking tussen God-mens versoening en mens-mens 
versoening. Hierdie voorvereiste behels dat versoening tussen mens en mens 
moet plaasvind. Die versoening tussen mense is 'n 'teken' of 'simbool' <lat 
God werksaam in die SANW is, in die sin <lat vervreemde en gepolariseerde 
mense o.a. oor kleur-, kultuur-, ideologiese, etniese en linguistiese grense, na 
mekaar uitreik en 'n gevoel van gemeenskaplikheid en kameraderie ervaar. 

Ten einde 'duur versoening' te kan ervaar en te internaliseer in die SANW 
konteks, wil ek enkele kenmerke of karakteristieke uitlig. Ek wil kortliks let 
na vereistes van 'duur versoening' en kyk hoe dit binne die konteks van die 
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SANW gestalte kan vind. As die kapelaansdiens wel erken dat dit geroepe is 
om as 'n instrument van versoening in die geisoleerde en gepolariseerde 
milieu van die SA}..TW op te tree en om brue tussen mense met uiteenlopende 
agtergronde · en herkoms te bou, sal sekere dinge ernstig moet aandag 
kry. 

5.2.9(i) OM MET JOUSELF VERSOEN WEES 

Om met ander versoen te word, moet 'n mens met jouself versoen wees. Dit 
geld vir almal in die SANW. Almal sal moet selfondersoek doen om hul 
gewilligheid tot versoening toon. Dit sal egter geen doel <lien om te weier 
om selfondersoek te doen, maar 'n martelaarshouding in te neem van 
politieke verontregting, ballingskap en onregverdige behandeling. Hierdie 
aangeleenthede is uiters sensitief en moet met behulp van die pastoraat, 
wetgewing en beleidsprogramme aangespreek word. Maar dit is geen 
verskoning om nie selfondersoek te doen ter wille van versoening nie. 

Botha (l 985 :9) wys in sy artikel wat opgeneem is in die Instituut van 
Reformatoriese Studies op die volgende oor die aanvaarding van die self: 

"Voordat jy na iemand anders kan uitreik, moet jy jouself aanvaar vir wat jy is. 
Ons moet die Bybelse waarheid herontdek dat dit net die mens is wat homself 
gevind het wat homself kan gee. Ons moet wel op paradoksale wyse byvoeg: EN 
dit is slegs die mens wat homself verloor, wat homself kan vind. Om met jouself 
versoen te wees is geensins strydig daarmee om met ander versoen te wees nie. 
Die een is die aanvulling van die ander." 

5.2.9(ii) DIE GEWILLIGHEID OM NA MEKAAR .TE 
LUI STER 

Indien die kapelaan hoop om tot die diepste wese van lede van die SANW 
deur te dring, staan hy voor die uitdaging om te luister indien hy enigsins wil 
verstaan. Daar sal met 'n simpatieke en oop gemoed geluister moet word. Die 
profeet Esegiel het byvoorbeeld, toe hy na die Jode gestuur is wat op die 
walle van die Kebabrivier in ballingskap geleef bet, 'sewe dae lank verskrik 
daar tussen hulle gesit" (Eseg.3:15). 

Botha (1995: 10) vra in dieselfde artikel of ons wel ook hierdie ingesteldheid 
deel. Hierdie vraag is net so relevant vir die kapelaan in sy diensamp en kon 
net soweel aan horn gestel wees: 

"Weet ons regtig wat dit beteken, in ons eie konteks, om te sit waar die ander sit, 
om met horn of haar te identifiseer, om my broer se pyn en lyding te dee I, om saam 
met horn verstom en kwaad te wees oor die vemedering en frustrasie wat sy 
daaglikse ondervinding is, om met horn te deel in ons gemeenskaplike vrese - en 
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drome en verwagtinge? Die gewilligheid om NIE 'n antwoord op elke vraag 
gereed te he nie, om NIE ten alle koste te verdedig of te rasionaliseer nie, maar om 
met medelye en begrip te Iuister - dit is karaktertrekke van iemand wat brue bou 
tussen mense." 

5.2.9(iii) DIE GEWILLIGHEID OM ONS SKULD TE BELY 

Die kapelaan is 'n brugbouer en versoener in die konteks van die SANW. 
Dit word van horn verwag om lede so te begelei dat hulle sensitief sal word 
vir pyn wat hulle, soms onbewus, vir ander veroorsaak het. Hy moet 
geleenthede skep waar lede na mekaar kan uitreik om met mekaar versoen te 
word en om vergifnis van mekaar te ontvang oor dade van terreur en lyding 
uit die verlede, oor diskriminasie en stereotipering van mekaar. 

5.2.9(iv) OM DIE KRUIS VAN JESUS CHRISTUS TE DRA 

Die kapelaan moet bereid wees om 'n bemiddelaar te wees, die persoon wat 
in die kruisvuur van die militere milieu s~ blootgestel en in 'n uiters 
k-wesbare posisie. Botha (1995:12) ·wys ook op hierdie posisie waar die 
bedienaar staan, wat horn in die spervuur plaas: 

'As ons op ons poste bly, salons noodwendig seerkry. Maar dan is dit ook waar 
dat dit net deur wonde is wat wonde geheel kan word. Onthou u die profeet se 
woorde? 'Oor ons oortredinge is Hy deurboor, oor ons sonde is Hy verbrysel~ die 
straf wat vir ons vrede bring, was op Hom. 'DEUR SY WONDE HET DAAR 
VIR ONS GENESING GEKOM (Jes. 53:5). "Sal daar enige genesing in Suid­
Afrika wees", vra David Bosch (1977:11,12), tensy daar mense is wat hulle wonde 
as 'n middel aanbied. T' 

Dit is waarvoor die kapelaan geroep word: om 'n bemiddelaar te wees; om 
dikwels sy eie aansien, gewildheid en gemaksone op te offer ter wille van die 
saak van die Koninkryk; om bereid te wees om op die altaar geoffer te word, 
ter wille van versoening en eensgesindheid; om mense se wonde te genees; 
om vir hulle nuwe hoop te bring; om deur die kapelaansdiens 'n 'teken' of 
'simbool' aan die wereld> en veral aan die geloofgemeenskap en sy Skepper> 
te gee van die vergestalting van God se koninkryk in die militere milieu. 

5.2.9(v) 'N VOORTDURENDE PROSES 

Die kapelaan moet nooit voel dat hy sukses bereik bet wanneer mense in 
verhouding met mekaar en met God tree nie. Ons leef in 'n gebroke 
werklikheid van herhaaldelik 'val en opstaan'; derhalwe sal sy oproep tot en 
arbeid aan versoening 'n voortdurende proses moet wees. Daar moet 'n 
voortdurende strewe na volkomenheid wees, soos Paulus in Fillipense 3:12-

260 



14 tereg se: 'Ek se nie dat ek dit alles al bet of die doel al bereik bet nie, 
maar ek span my in om dit alles myne te maak ... Maar een ding doen ek: ek 
maak my los van wat agter is en strek my uit na wat voor is. Ek span my in 
om by die wenstreep te kom'. 

Ek wil bierdie afdeling afsluit met die gebed van Franciscus van Assisi wat 
verwys na ons geroepenheid om as instrumente van vrede deur die lewe te 
gaan. Agthonderd jaar ge1ede bet hy hierdie beroemde gebed geskryf 
Sedertdien was dit vir Christene oor geslagte been 'n inspirasie. Om bierdie 
gebed uit te leef, sal 'n leeftyd in beslag neem. 

Die waarbede wat voortspruit uit bierdie gebed, bet baie raakvlakke met die 
kapelaansbediening. Die kapelaan is, wat sy roeping in die militere konteks 
betref, slegs 'n instrument wat meewerk aan versoening. Hierdie oeroue 
gebed spreek tot die diepste wese van die kapelaan in sy soeke na versoening: 

"Here, maak my 'n instrument van u vrede; waar daar haat is, laat my liefde saai; 
waar daar onreg is, vergifnis, waar daar twyfel is, geloof; waar daar wanhoop is, 
hoop. 0 Goddelike Meester, gee dat ek nie soseer sal soek om vertroos te word nie 
as om te vertroos; om verstaan te word as om te verstaan; om lief gehe te word nie 
as om Iiefte he; want dit is deur te gee dat ons ontvang, dit is deur te vergewe dat 
ons vergifnis ontvang; en dit is deur te sterwe dat ons vir die ewige lewe gebore 
word. Amen." 

In sy soeke na versoening in die konteks van die SANW, is die kapelaan 
reeds betrokke by bierdie proses. Hy is ook as fasiliteerder en Bedienaar van 
die Evangelie by versoening betrokke. 

Die soeke na versoening vereis 'n paradigma verskuiwing vanaf die ou 
siening van die kapelaan as sanksioneerder van die vorige kapelaansdiens, 
tot die oprigter van daadwerklike tekens van versoening in 'n nuwe era in die 
SANW. 
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HOOFSTUK6 

SAMEVATTING 

In hierdie hoofstuk word beoog om 'n samevatting van die verhandeling te 
gee, om vas te stel in watter mate die navorsingsprobleem geaddresseer is. 
Voorts word beoog om die uitdagings vir die kapelaansdiens in die SANW in 
oenskou te neem. 

Die integrasie van die wyd uiteenlopende weermagte wat tot stand gekom het 
met die totstandkoming van SA se nuwe demokrasie, het 'n geweldige 
dinamika losgemaak. Hierdie onderskeie magte het die integrasieproses 
betree met uiteenlopende militere agtergronde, politieke filosofiee, 
ideologiese opvattings en kulturele agtergronde. Daar is aangetoon dat die 
integrasieproses dikwels gepaard gegaan het met kulturele, politieke en 
ideologiese verskille wat al op misverstande, botsings en selfs geweld 
uitgeloop het. 

Deur die kapelaansdiens is daar naarstiglik gesoek na maniere om 
doeltreffend tussen kulture te kommunikeer om te voorkom, dat die verskille 
tussen die onderskeie magte tot 'n plofbare situasie kan lei, wat verreikkende 
gevolge vir Suid-Afrika kan inhou. Doeltreffende interkulturele 
kommunikasie is noodsaaklikheid om lede vir mekaar sensitief te maak, om 
konflik te bestuur en met mekaar die pad na versoening te stap ter wille van 
'n vreedsame naasbestaan. Verskynsels, soos etnosentrisme en stereotipering, 
wat aanleiding gee tot diskriminasie in al sy vorme, moet op so 'n wyse 
hanteer word dat lede gelei word tot wedersydse respek en begrip van 
mekaar. 

Die strewe na doeltreffende interkulturele kommunikasie was verder gefokus 
op hoe daar vanuit die Skrif besin kan word oor die vraagstukke in die 
SANW. V anuit 'n Sendingwetenskaplike benadering is daar besin oor hoe 
die Skrif in die kapelaansbediening aangewend moet word. Voortspruitend 
hieruit is 'n keuse gemaak van 'n aantal vraagstukke en dit is in die lig van 
die Skrif ondersoek. V anuit die Paasmisterie is 'n model saamgestel wat as 
grondslag en benadering vir die kapelaan in sy bediening kan dien. 

Die vraagstukke en problematiek, wat met die integrasieproses in die SANW 
saamhang het dringende aandag en optrede deur die kapelaansdiens nodig. 
Die kapelaan staan voor 'n uitdaging om 'n bediening te bring wat tot 
genesing in hierdie situasie kan lei. Daar moet emstig besin word oor die rol 
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van die kapelaan in die kultureel diverse milieu van die SANW om genesing 
in die hand te werk. Daar is geen twyfel dat die kapelaan 'n belangrike rol 
het om te speel nie. Hy sal homself deeglik moet vergewis van die oorsake 
van die vraagstukke en probleme. Hy sal horn ook moet vergewis van die 
dinamika wat hier werksaam is, asook die noodlottige gevolge wat die 
situasie kan inhou. Die kapelaan sal dus die uitdagings wat die transformasie 
in die SANW inhou moet aanvaar. Hy sal verder die kulturele 
aangeleenthede moet identifiseer wat die weg belemmer tot 'n vreedsame 
naasbestaan in die SANW. 

Indien die kapelaan hierdie uitdagings erken en horn met die wel en wee van 
die lede van die SANW identifiseer, kan hy, met behulp van die pastoraat en 
deur sy bediening, doelgerig werk om struikelblokke in die pad van 
versoening uit die weg te ruim. Die kapelaan het, as deel van die multi­
dissiplinere span van die SANW die unieke geleentheid om deel te wees van 
die verskeie programme, wat in plek gestel is om ongelykhede en 
ongerymdhede uit die weg te ruim in die soeke na versoening en geregtigheid 
in die militere milieu. 

Die kapelaan, as bedienaar van die Goddelike W oord, het 'n magtige 
instrument in die Skrif om die situasie te betree en aan die W oord gestalte te 
gee binne die konteks van die SANW. Uit die Woord word hy bemagtig om 
die gelykwaardigheid van alle mense as 'n skeppingsordening te verkondig. 
Beginsels soos naasteliefde, vergewensgesindheid en eensgesindheid is op 
die Skrif gegrond en kan deur prediking beklemtoon word, waar almal 
daarmee kan vereenselwig. Die gemeenskaplike visie van die SANW kan 
deur die kapelaan as bindingsmiddel in die situasie gebruik word. 

Hierdie gemeenskaplike visie van die SANW is, om die soewereiniteit van 
die Republiek van Suid-Afrika te beskerm en is groter as al die verskille uit 
die verlede, en die hede. Hierdie gemeenskaplike visie van die bewakers van 
die Republiek van Suid-Afrika, het ook Skriftuurlike implikasies. As die 
bewakers van die land aan die verlede vashou en hul verskille van watter aard 
en graad ook al verabsoluteer, sodat dit die visie vir 'n verenigde mag 
neutraliseer, stort die bestel in duie en word die SANW 'n sluimerende reus, 
wat alles kan meesleur en vemietig. 

Die Skrif laat geen illusie nie dat 'n huis wat in homself verdeel is 
' ... gedoem is om te val'. Die SANW beskik oor 'n gedugte kapelaansdiens 
wat die gewete van die organisasie is; wat die morele en geestelike klimaat 
meet; en wat die rigting van blywende versoening aandui. 

263 



BIBLIOGRAFIE 

Abrahams, S. 1997. Reconciliation : paths to peace and healing . An Old 
Testament paradigm. In Theology on the Tyume. Alice: Lovedale Press 

Ackermann, D.M. 1994. Women, Religion and Culture. 
Perspective on 'Freedom of Religion'. Missionalia (2) 

A Feminist 

Ackermann, D.M. 1996. "For such a thing is not done in Israel" Violence 
against Women. In Archbishop Tutu: Prophetic Witness in South Africa. 
Cape Town: Human & Rousseau. 

Ackermann, D .M. 1998. An ethic of relationship in difference and otherness. 
In Journal of Theology for Southern Africa. Vol. 102. November 1998. 

Allport : Handleiding van Gelyke Geleenthede (EO) 

Anderson, G.H. et al. 1976. Mission Trends. No. 3 New York : Paulist Press. 

Anderson, J.C. 1992. Aangehaal deur D.I. Maasdorp in M.Phil Verhandeling te 
us 2000. 

Autrey, C.E. 1976. Basic Evangelism. Michigan : Zondervan Publishing 
House. 

Baartman, E. 1980. The Religious Needs of Children and Young People. In 
Journal of Theology for Southern Africa. Vol. 33. 

Bailey, M.J. Conference on Reconciliation held at Federal Theological 
Seminary. 1973. Alice. 

Banks, R. 1994. Paul's Idea of Community. Revised Edition. Hendrickson : 
Peabody. 

Bavinch, J.H, 1966. An Introduction to the Science of Mission. New York : 
Presbyterian & Reformed Publishing Company. 

Beatie, J & Middleton, J. 1969. Spirit mediumship and Society in Africa : 
Taken up in a Paper of African Religion in Chaplains' Service. 

Bergland, A.I. 1972. Zulu ideas and Symbolism. Ph.D Thesis (Unpublished) : 
Cape Town. 

Berry, R. 1986. How to write a Research Paper. Oxford: Pergamon Press. 

264 



Best, J. W. Research in Education. UWC Working Document. 

Betterson, H. 1967. Documents of the Christian Church. London : Oxford 
University Press. 

Blaauw, J. 1964. The Missionary Nature of the Church. London: Lutterworth 
Press. 

Boesak, A. 1977. Aangehaal deur Mosala (1976) in Journal of Theology 
Southern Africa. 1976. 

Bonhoeffer, D. 1994. Sanctorium Communio. Munchen: Chr. Kaiser. 

Boon, M. 1996. The African Way - The Power of Interactive Leadership : 
Zebra. 

Bosch, D.J. 1977. Idumassa-konferensie te Johannesburg. 

Bosch, D.J. 1993. Transforming Mission. Paradigm Shifts in Theology of 
Mission. New York : Orbis Books. 

Bosch, D.J. 1995. The Church as an Alternative Society. In Journal of 
Theology for Southern Africa. Vol. 41. December 1982. 

Botha, J. 1988. Versoening : In die Bybel en in die Praktyk van die huidige 
Suid-Afrika. S.A. Instituut van Reformatoriese Studies. PU CHO, 
Potchefstroom. 

Botha, P.J.J. 1993. Diversiteit en Solariditeit. In Theologia Evangelica. Vol. 
XXVI - 3 September 1993. 

Brewsters, T. & E. 1981. Bonding and the Missionary Task. In Perspectives 
on the World Christian Movement. Pasadena: Wm. Carey Library. 

Bultman, R. 1952. Theology of the New Testament. (Vol.2). London : SCM 
Press. 

Burger, C. 1977. Familie van God. Kaapstad: Lux Verbi. 

Coertze, P.J. 1959. Inleiding tot die Algemene Volkekunde. Johannesburg : 
Perskor U itgewery. 

Cornelissen, M. 1999. The Role of the Chaplain in Peace Support Operations. 
Salut Vol. 6 No. 12. December 1999. 

Collins Shorter English Thesaurus, 1994. 

265 



Cone, J. 1969. Aangehaal deur Mosala in Journal of Theology for Southern 
Africa. 1996. 

Conradie, et al. 1995. Aangehaal deur D .I. Maasdorp in M.Phil Verhandeling 
te US 2002. 

Deacon, J. 1995. Military culture in South African Security Review. A 
Working Paper Series 4 (4). 

Departement Openbare en Ontwikkelingsbestuur. Universiteit van 
Stellenbosch. Riglyne vir die skryf van akademiese werkstukke. 

De Vito 1991. The importance and relevance of Cross-Cultural 
Communication in Contemporary South Africa. - aangehaal in Somniso . 
UPE. 1996. 

Domerus, B. 1987. Biblical Perspectives on Reconciliation. In Journal of 
Theology for Southern Africa. Vol. 60. September 1987. 

Douglas, J.D. 1975. Let the Earth Hear His Voice. Minneapolis, Missionalia: 
World Wide Publications. 

Du Toit, H.D.H. 1967. Die Kerstening van die Bantoe. Pretoria : N.G.-Kerk 
Boekhandelaars. 

Esterhuyse, W.P. 1979. Afskeid van Apartheid. Kaapstad : Tafelberg 
Uitgewers. 

Eugene, Toinette. 1995/96. Cross-Cultural Ministry. Theory, Practice, 
Theology. In Quarterly Review 15(4). 

Ferreira, J. 1988. Introduction to Qualitative Research. Human Science 
Research Council. 

Gelfand, M. 1966. An African's Religion. Artikel oor Voorouerverering in 
Kapelaanstudiestuk. 

Harlley, 1994. Salut van Mei 1994. 

Hesselgrave, D.J. 1991. Communicating Christ Cross-Culturally - an 
introduction to Missionary Communication. Grand Rapids, Michigan : 
Zondervan Publishing House. 

Hoyt, T. jr. 1991. Interpreting Biblical Scholarship for the Black Church 
Traditon. In Felder EH Edition. 

266 



Human, 1992. Benefits, In Salut. Vol. 7. no. 1. January 2002. 

Idowu, E.B. 1962. Artikel oor God-konsep in South African Outlook. 
Oktober 1970. 

Introducing Christian Listeners to Cape Town - Pamphlet of Institute for 
Christian Spirituality, Mowbray. 

Jonker, H. 1986. New accents on the healing ministry of the Church. In 
Healing in the Name of God. C.B. Powell Bible Centre, University of South 
Africa. 

Kerkbode 1995. Die regte "UBUNTU'. September 1995. 

Kistner, W. 1996. The Biblical Understanding of Reconciliation. In: To 
Remember and to Heal. Cape Town. Human & Rousseau. 

Kommunikasie-lesing vir die maand. 30 Mei 1997. H.K. Kommandament 
Westelike Provinsie. 

Konig, A. 1991. Interrelatedness of Human Beings. In Journal of Theology for 
Southern Africa. Vol. 76. September 1991. 

Kraft, C.H. 1979. Christianity and Culture. USA: Maryknoll. 

Krige, E.J. 1950. The Social System of the Zulus. Pietermaritzburg : Shuter & 
Shooter. 

Lake 1981. The importance & relevance of Cross-Cultural communication. In 
Momniso. 1996. 

Lategan, B.C. 1990. Is Paul developing a specifically Christian Ethics in 
Galatia? Minneapolis : Fortress Press. 

Maasdorp, D.I. 1998. "n Missiologiese Perspektief op Kapelaansdiens aan 
gerepatrieerde magte" (non -statutory forces). M. Th. verhandeling. 

Mahamba, M. 1993: Ubuntu and Democracy. 
June/July 1993. 

In Challenge No. 16. 

Maimela, S.S. 1966. Culture and ethnic diversity as sources of curse and 
blessing in the promotion of democratic change. In Archbishop Tutu -
Prophetic Witness in South Africa. Cape Town: Human & Rousseau. 

Maimela, S.S. Ed. 1994. Culture, Religion & Liberation: Blessing or Curse. 
Pretoria. 

267 



Makalima, Z.A. 2001. Ministering for transformation in the new millennium. 
In South African Soldier Vol. 8. No. 8. December 2001. 

Makhanda, B. Rooted in Culture. In Salut. Vol. 2. No. 3. March 1995. 

Maluleka, T.S. 1997. Dealing lightly with the wounds of my people? The 
TRC process in theological perspective : Missionalia 25: 3 November 1977. 

Mosondo, A. 1996. Herein lies Culture. In Salut. Vol. 3 No. 4. April 1996. 

Mosondo, A. 1997. Let us communicate. In Salut. Vol. 4 No. 5. May 1997. 

Mosondo, A. 1997. Racism a problem to be solves. In Salut. Vol. 4 No. 3. 
March 1997. 

Mosondo, A. 1997. Understanding integration. In Salut. Vol. 4 No. 9. 
September 1997. 

Mosondo, A. 1998. Four years of managing diversity. In Salut. April 1998. 

Mbiti, J. 1969. African Religion and Philosophy. London: Heinemann. 

Mbiti, J. 1977. Christianity and Culture. In Journal of Theology for Southern 
Africa. Vol. 20. 1977. 

McGavran, I. 1980. Understanding church growth Michigan : William 
Eerdmans Publishing Company. 

McNutt, F. 1994. Healing. USA: Bantam Book, Ave Maria Press. 

Meeks, W.A. 1983. The First Urban Christians. The social world of the apostle 
Paul. New Haven and London: Yale University Press. 

Meeks, W.A. 1986. The moral world of the First Christians. Louisville: 
Westminister and John Knox Press. 

Meiring, P. 1985. Isolasie, Polarisasie, Versoening: 'n Uitdaging vir Christene 
in Suid Afrika. Instituut vir Reformatoriese Studie. PU CHO Potchefstroom. 

Messenger, J.1967. The Christian concept of forgiveness and morality. New 
York: Tarrytown. 

Minaar, P.S. 1977. Images of the church in the New Testament. Philadelpia: 
Westminister. 

268 



Missiology Course 381. Theological Education by Extention College 1990. 
Johannesburg. 

Mofokeng, T.A. 1988. Black Christians, the Bible and liberation. In Journal of 
Theology for Southern Africa Vol. 2. 1988. 

Moller, H.J. 1972. God en die voorouergeeste in die lewe van die stedelike 
Bantoe. RGN. Pretoria. 1972. 

Mosala, T.J. 1987. The meaning of reconciliation. A Black Perspective. In 
Journal of Theology for Southern Africa 1976 

Mosala, T.J. 1987. The meaning of Reconciliation. In Journal of Theology for 
Southern Africa. Vol. 59. July 1987. 

Moxnes, H. 1993. New Testament Ethics: Universal or Particular. Reflections 
on Social Anthropology in New Testament Studies. Studia Theologica 47 (2) 

National Defence Annual Report, FY 94-95. 

Nelson, J.O. 1973 Konferensie oor Versoening te Federal Theological 
Seminary. Alice. 

Newsletter: Religious Response to the Truth and Reconciliation Commission. 
1977. Woodstock. 

Nida, E.1975. Componential analysis of meaning. The Hague: Mouton. 

Nida, E. 1979. Message and mission. The communication of the Christian 
Faith. California: William Carey Library. 

Nolan, A. 1995. Gospel and Culture. In Many Cultures, One Nation. Cape 
Town: Human and Rousseau. 

Nolan, A. 1995. Ubuntu. In Challenge 1995 

Niirenberg, K. 1973. The hidden God in Africa. Fate and Affliction. 
Missionalia Vol. 1. 1973. 

Nxumale, J. 1979. Church as Mission. In Journal of Theology for Southern 
Africa Vol. 26. March 1979. 

Nxumale, J. 1980. Christ and Ancestors in the African World: A pastoral con­
sideration. In Journal of Theology for Southern Africa. Vol. 32. September 
1980. 

269 



Ogbonnaya, AA. Person as Community: African Understanding of a Person as 
an Intra-Psychic Community, Africa Theological Journal. 22 (2). 1993. 

Pauw, B.A. The Second Generation. Oxford: Oxford University Press 

Pityana, B. 1994. The urgent need for moral reconstruction. In Challenge 

No. 24. August 1994. 

Pobee, J.S. Skenosis. Christian Faith in an Africa Context. Frankfurt en Main: 
Peter Lang. 

Pretorius, H.L. et al. 1987. Reflecting on Mission in an African Context. 
Bloemfontein: Pro Christo Publications 

Punt, J.1997. Reading the Bible in Africa: Towards a hermeneutic ofUbuntu. 
In Theology on the Tyume. Alice: Lovedale Press. 

Reed, L.E. 1983. Preparing Missionaries for Intercultural Communication: A 
Bi-cultural Approach. Michigan: Ann Ador. 

Respect for Cultural Diversity: Study Guide. 

Reyburn, W.D. 1981. Identification in the Missionary Task. In Perspectives 
on the World Christian Movement. Pasadena: William Carey Library. 

Richardson, A. 1969. Martin Buber. Dictionary of Christian Theology. SCM 
Press Ltd. 

Ruether (1979) Aangehaal deur D.I. Maasdorp in M.Phil Verhandeling te US 
2000. 

Saayman, W.A. 1978. Gesindheid van die Prediker. "Christian Presence". In 
Studiegids MSR 202, UNISA, Pretoria. 

Saayman,W.A. 1990. Genesing. In Studiegids 2 vir MSR 521-X, UNISA 
Pretoria. 

Saayman, W.A. 1991, Intercultural Evangelism. In Missionalia Vol. 18 No. 3. 
November 1990. 

Saayman, W.A. 1991. Christian Missions in South Africa. University of South 
Africa: Pretoria. 

Saayman, W.A. 2000, Sending as Evangelisering en Diens. In Studiegids 
MSA 302-C, UNISA, Pretoria. 

270 



Sawyer, H. 1987. What is African Theology? London: SPCK. 

Schreiter, R.J. 1985. Constructing Local Theologies. London: SCM Press 

Schussler, F.E. 1986. Towards a Feminist Hermeneutics: Biblical 
Interpretation and Liberation Theologv. Grand Rapids: Eerdmans. 

Schutz, J.H. 1976. Ethos of Early Christianity. In Interpreter's Dictionary of 
the Bible Ed.G.[ Buttrick.] 

Setiloane, G. 1973. "Modino: God among the Sotho-Tswana" In Journal of 
Theology for Southern Africa. September 1973. 

Sitaran, R.T. 1976. Foundation of intercultural communication. Columbus 
Ohio : Merill Publishing Company. 

Shorter, A. 1988. Towards a Theology oflnculturation. Maryknoll: Orbis 

Shutte, A. 1988. Umuntu Ngumuntu Ngabantu: an African Conception of 
Humanity. Paper delivered at the Annual PSSA Conference. 

Taylor, J.V. 1963. The Primal Vision: London 

Tlagale, B. 1994. Rites, Ancestors and Christian Truth. In Challenge No. 26. 
November 1994. 

Tlagale, B. 1983. Transracial Communication. In Missionalia Vol. 11 No. 3. 
November 1983. 

Tutu, D. Article in Journal of Theology for Southern Africa. 1997. 

Umpumulo Consultation on The Healing Ministry of the Church. September 
1967, Natal. 

Van Dyk, T.A. 1976. Enkele Aspekte van die Sielkunde van die Afrikaan. 
Instituut vir die bevordering van Calvinisme, PU CHO, Potchefstroom. 

Van Rooy, J.A. 1978. The Traditional World of Black People in Southern 
Africa. Instituut vir die Bevordering van Calvinisme. PU CHO, Potchefstroom. 

Van Schalkwyk, C. 2000 Affirmative Action. In Salut Vol. 7 No. 1. January 
2000. 

Van Wyk, J.A. 1981. Storm Kompas. Kaapstad: Tafelberg Uitgewers. 

271 



Verkuyl, J. I978. Contemporary Missiology. An Introduction. Grand Rapids, 
Michigan : William B. Eerdmans Publishing Company. 

Verryn, T.D. I977. Missionere Kommunikasie. In Studiegids 2 vir MSR502-U 
UNISA, Pretoria. 

Verryn, T.D. What is communication Search for a MissioiogicaI Model. 
Missionalia Vol. I I No. I. April I 983. 

Villa-Vicencio, C. Konferensie oor Versoening by Kapelaanskonferensie 
2002. Goudini. 

Yoder, J. Aangehaal deur Bosch in Journal of Theology for Southern Africa. 
1995. 

Yoder, J. Article in Missionalia 2:1. April I994. 

Wentz, F.K. Konferensie oor Versoening by die Federal Theological 
Seminary. I 973. Alice. 

Wingrove I993. Characteristics. In Salut Vol. 7 No. 1. January 2000. 

White Paper on Defence (Approved by Parliament on I 4/5/96). 

272 



QUESTION ARE 

Questionare concerning research for Doctor in Theology at the University 
of South Africa. 

TOPIC 
Intercultural Ministry in the Cultural Diverse context of the South African 
National Defence Force. 

Dear Respondent, 

Thank you for your willingness to assist me in making abovementioned 
research possible. 
With your assistance I am able to put forward a holistic picture that 
reflects the true essence of this research.I believe that this research will 
contribute something towards the enchancement of peaceful co-existence 
between members of the South African National Defence Force. 

Your identity will be kept strictly confidential concerning your 
contribution. 

I would request that you answer the following questions to the best of 
your knowledge. You may write at any length to express yourself: 

1. Which cultural aspects are sometimes misunderstood in the 
SANDF.? 

2. Concerning cultural diversity in the SANDF: Can you suggest 
ways of proper communication , which will enhance better 
understanding among members ? _ 

3. After transformation in the SANDF do you perceive any forms of 
racism? If any, please supply me with suggestions to eradicate it. 

4. To what extend are dividing issues of the past being address. Do 
you think it is adequate? 

5. How do you experience in your ministry I work environment 
conflict and misunderstanding across racial lines? 

6. Ideologically, a large number of members are from repatriated 
forces that held views contrary to the previous regime. Do you 
think that their views and sentiments received attention and 
recognition in the newly SANDF? 

7. Do you perceive any other forms of discrimination, stereotyping 
and prejudice? 

8. How do you perceive the attitudes of former SADF members 
towards their new comrades from the repatriated forces? 



9. Except differences culturally, do you think there is also 
similarities. To what extend can these similarities be utilize to bring 
about a community where members work together in harmony ? 

10. What models of ministry I or rules governing the work situation 
would you apply to create a conducive work relationship. 

11. Sketch your approach in your ministry I work environment, in 
order to create a trustworthy climate I atmosphere amongst 
members of the SANDF. 

12. What role can the Chaplains service play to build bridges of 
reconciliation among the Cultural Diverse Groups in the SANDF? 

13. Does the Chaplain Service serve any purpose to address fears, 
hatred, bitterness, suspicion that accompany the intergration 
process from both sides of the intergratees? 

Thank you for your contribution. 
Yours because of Him. 

DAVID ISAK MAASDORP 



KPLN MAASDORP - VRAELYS 

TERUGVOERING OP VRAELYSTE 

AANHANGSEL A 
TOT HOOFSTUK 2 

1. Ek dink dat kulturele aspekte so vertolk word om die individu te pas 
wanneer hy of sy dit kan gebruik tot voordeel horn of haarself en nie 
die organisasie te verkry nie. 

Dit voel vir my dat die gemiddelde soldaat nie die militere kultuur 
konsep wil aanneem nie. 

Eerste wereld land weermag het nie kulturele probleme nie. 

2. Daar bestaan veel kommunikasie kanale binne die SANW. 

Bevelvoerders op alle vlakke pas genoemde nie korrek toe nie. 

Ek is oortuig daarvan dat as alle bevelvoerders die regte kommunikasie 
kanale volg daar vele minder probleme wees binne die SANW. 

3. Ja, rassisme kom nog voor tenspyte van transformasie en sal nog met 
ons wees tot aan die einde van die wereld. 

'n Oplossing vir die probleem is moeilik, want die probleem is so oud 
SOOS die wereld. 

Ons moet net nie rassisme met kultuur vergelyk nie. 

4. Daar word te min van die verlede gese. Dalk omrede sekere partye 
skaam is oor die verlede of te bang is veral in die lig gesien dat ons 
maar sewe jaar in demokrasie leef 

5. Ek het nog geen rasse konflik persoonlik ervaar fumy 10 jaar loopbaan 
nie. Ek is baie klinies en objektief en waar ek mense onder bevel bet 
doen ek alles volgens die SANW militere kultuur. Ek probeer ook 
daagliks meer te leer van ander kulture rondom my. 

6. Ja, net die feit dat lede van die nie-statutere magte kan integreer en 
range kry wat dienooreenkomstig was aan hul vorige mag. 

Die lede kry medaljes en dekorasies van hul vorige mag. 
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Snelle bevordering vir die lede. 

Lede kry voorkeur as dit by kursus nominasies kom. 

7. Ja, beslis. As 'n blanke man voel ek daar word gediskrimineer teen ons 
vandag nie net in die SANW nie, maar ook in die privaatsektor. 

8. Die houding van die vorige SAW lede teenoor die nie-statutere magte 
se lede is goed veral van die jonger geledere, maar die ouer lede van 40 
j aar en ouer is baie negatief en sien hulle as 'n groot bedreiging. 

9. Ja, verskillende kulture saam het beslis 'n klomp raakvlakke, maar dit is 
om die raakvlakke te kry wat dit moeilik maak. Vir my gaan dit sekere 
kulture veral die swart kulture net nie wil saamwerk nie. 

10. Ek begin deur net mense menslik te behandel en altyd iemand behandel 
soos ek behandel wil word. 

11. Ek is altyd eerlik en opreg en het geen dubbel standaarde wat ek toepas 
n1e. 

12. Kapelane speel 'n belangrike rol in hierdie aspek deur met 'n Bybel se 
inslag brue te probeer bou. Kapelane staan ook buite die bevelslyn en 
dis kan hul optree as bemiddelaar in konflik situasies. 

13. Ja, die kapelane <liens sien ek as 'n diens waar 'n mens jou hart kan 
oopmaak en hul najou kan luister. Dit is ook die plek waar jy berading 
kan kry om ontslae te raak van al jou onnodige bagasie van die lewe. 
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INTERCULTURAL MINISTRY IN THE CULTURAL DIVERSE 
CONTEXT OF THE SOUTH AFRICAN NATIONAL DEFENCE 
FORCE 

1. I feel that cultural aspects are not only misunderstood but some are 
regarded as superior and others as inferior. Some of these are the 
dietary habits of the different cultures, the traditional ways of showing 
respect and reverence and being assertive and confident can sometimes 
be badly misunderstood. Ways greeting and show of affection is also 
misunderstood (men holding hands, etc.). 

2. Valuing the diversity of our country and its people. Teaching the value, 
beauty and strength in differences. 

3. The racism that I perceive is mostly based in fear and ignorance. Fear 
that there is not enough for everybody and that the next person will take 
something away from me. 

4. I feel dividing issues are not adequately addressed. Issues like 
psychological integration, and value clarification with all cultures with 
the aim of establishing a common value system. Lack vision and 
cohesion is also apparent due to disjointed efforts, and cilo effects. 

5. Conflict is most apparent when differences most pronounced, like at 
social events. Lack of understanding and consideration for the different 
way of doing things. 

6. I do not feel that enough was done to provide platforms from which 
these vast experiences can be shared and valued. They are regards as 
past history, inferior, insighting, wounding. They should be the future, 
certainly not inferior and definitely healing and building. 

7. There are still a lot of stereotyping, discrimination and prejudice which 
a reflection of our spiritual evolution. What we do not know is 
automatically feared, bad, and rejected. The erasure of prejudice and 
discrimination from our hearts will be an end to it in everyday life. 

8. Mostly indifferent, which is sad because so many opportunities are lost 
for real growth and sharing. 

9. It is really sad that it is mostly our commonalties that brings that 
everybody accepts and shares. 
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10. Encourage and value the mosaic people that we are. Therein lays our 
strength. 

11. Trust is something that you first need to give before you get it. Become 
trustworthy and lead by example. 

12. The chaplains service can emphasize the wonderful diversity of the 
universe and try to instill that values in everybody. 

13. The chaplains service should join forces with the Human Resource, 
medical, and social functionaries to multiply their effect and to actively 
present enrichment and empowerment programmes. 

Please accept my apologies for late response. Hope that it will be of some use. 
God speed with your studies. 
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TERUGVOER OOR GASSPREKER : DINSDAG 21 AUG. 2001 

Ek het geen baat gevind by die gesprek van Di nie, aangesien die Antie net 
met haar mense gepraat het, en hulle net met haar gepraat (in hulle taal). Die 
kultuur wat sy weer gegee het was aan my bekend. Ek voel so 'n gesprek 
moet eintlik vir die mense wees wat nie in dieself de kultuurgroep is nie, om 
dit vir hulle meer duidelik te maak en ook sodat hulle vrae kan vra, nie vir die 
wat in die kultuurgroep is en dan te begin praat oor politiek van 1903. 

Ek het geen besw~ oor die kultuur-gesprekke nie, inteendeel ek dink dis 'n 
goeie idee, dit Jl10et net reg hanteer word. Elke mens sal 'n ander beter 
verstaan as hy mqer weer oor sy kultuur, die situasie moet reg hanteer word, 
alle kultuurgroeptl is bymekaar en dit moet inaggeneem word, jy kan nie nou 
kom net Afrikru.µis praat nie onmiddellik gaan jy mos die ander se 
belangstelling verf por en hulle opstandig maak. 
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INTERCULTURAL MINISTRY IN THE CULTURAL DIVERSE 
CONTEXT OF THE SANDF 

1. Die gebruike van die verskillende kultuurgroepe soos tydens 
belangrike tradisionele aspekte, bv. Begrafnisse, geboortes, Paasfees 
en huweliksbevestiging. 

2. Elke lid in die SANW moet die "Cultural Diversity" kursus dien. Al 
is dit net 'n week kursus, maar ek dink dit is belangrik dat almal dit 
doen. As 'n persoon die kursus gedoen het, dan besef jy, dat jy 
eintlik heeltemal 'n mis persepsie het van die ander groep se kultuur. 
Dit moet in die ranggroepe gedoen word aangesien die ranggroepe 
op verskillende vlakke funksioneer. Dit kan bv. in 'n eenheid op 'n 
Woensdagmiddag gedoen moet word vir 'n maand lank en dan sal 
die groepkohesie in die eenheid ook verbeter as wat die kursus by 'n 
opleidingsinstansie aangebied word en almal net deurmekaar gegooi 
word. Gassprekers van buite kan gebruik word sodat die lede wat 
deelneem nie stry oor die gebruike nie, dws. 'n buitestander moet dit 
fasiliteer. 

3. Ja, beslis, daar bestaan nog rassisme van beide kante af, dws. die ou 
SAW lede teenoor die integrasie lede en omgekeerd ook. Op 
kursusse word groepe gevorm en die groep wat in die meerderheid 
is, dwing sekere gebruike af. Individuele rassisme is tans nog 
sigbaar, maar groepe beweeg deesdae op kursusse in 'n "pack" en 
die gebruik is gevaarliker, want dit veroorsaak onnodige konflik. 
Individuele "instigators" in eenhede en op kursusse het ook 'n 
belangrike invloed op die graad van rassisme. Rassisme moet van 
albei kante af uitgeroei word alvorens dit hokgeslaan sal word in die 
SANW. 

4. Dit word aangespreek, maar nie genoeg nie. Almal het nie Nelson 
Mandela se vergewensgesindheid nie! Die meeste lede van die 
SANW probeer op 'n manier om toegeeflik te wees, weereens is die 
individuele gevalle opvallend. Die bevelvoerders wat 'n voorbeeld 
moet stel, doen dit ook nie altyd nie. 

5. In my omgewing (Legsato Wynberg) tans, ervaar ek glad nie 
rassisme, konflik of misverstande tussen die onderskeie groep nie. 
Die bevelvoerder duld dit nie en stel die voorbeeld in hierdie opsig 
deur tegnies, polities en sosiaal korrek op te tree. Sy verwag dit ook 
van haar ondergeskiktes. Ek het nog nie 'n rassistiese grap gehoor 

6 



of aanmerking by my huidige werkplek nie, want <lit is taboe en 
ontoelaatbaar. 

6. Ja, daar word gehoor aangegee, want die meerderheid van hierdie 
lede sit nou in die top struktuur. Baie beleide het al verander agv. 
hulle kulture en tradisies. Dis egter belangrik om te onthou dat in 
die SANW moet daar aan die Militere kultuur gehoor gegee word en 
nie noodwendig aan die kultuur of ideologiese oortuigings van 'n 
sekere groep nie. Die hervonningstydperk is nog te kort op hierdie 
stadium om die verskil duidelik sigbaar te sien, maar in die 
volgende 5 jaar sal die totale militere kultuur noodwendig verander. 

7. Ja, as vrou. Veral deur swart mans (nie bruin) spesifiek meerderheid 
van hulle nie die vrou as leier kan aanvaar nie. In hulle kultuur hoort 
die vrou vir die kombuis. Op militere kursusse word vrouens nie 
deur hulle in gesagsposisies verkies nie, want dis hul kultuur. 

8. Daar is individue wat hul nie aanvaar nie, maar dis in die 
minderheid. Die meerderheid van lede sou ek se, aanvaar hulle. Die 
lede wat hul nie aanvaar nie, is in die proses om die Mag te verlaat. 

9. J a, daar is ooreenkomste, want mense is mense en alle mense is 
dieselfde. Daar moet 'n groepsgees in die SANW gebou word, 
dieselfde as militere kultuur om alle soldate te laat saamstaan. Dmv. 
hierdie groepsgees, sal individuele verskille ook uit die weg geruim 
word. 

I 0. Godsdiens in die algemeen moet gerespekteer word. Elke persoon 
moet kan aanbid wie en wat hy wil, dws. niks moet afdwingbaar 
wees nie. Kapelaansperiodes moet nie 'n spesifieke geloof of kerk 
aanhang nie. Soos dit tans by die GSBY gedoen word, is korrek. 
Dis vrywillig en 'n spesifieke geloofsending word nie aangehang 
rue. 

11. Alle mense, wat ookal die kleur, kultuur of geloof moet 
menswaardig hanteer word. Respek en vertroue is die grondslag van 
'n werksverhouding of enige verhouding. 

12. Kapelane kan as fasiliteerders optree om mense by mekaar uit te 
bring. Dws. as "vredebewaarders" of as oorbruggingsbemiddelaars. 

13. Ja, in 'n groot mate, maar ook nie almal nie. lndividuele kapelane 
verkondig soms nie die W oord nie, maar eerder aktuele aspekte soos 
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Vigs, armoede, rassisme, ens. Die meerderheid word die 
Kapelaansdiens korrek gebesig aangesien die kapelaan onafhanklik 
en as buitestander optree. Die persepsie onder die mense is dat hy 
vertrou kan word aan albei kante en objektief optree, dws. albei 
kante kan insien. Die feit is dat die Kapelaansdiens defmitief 'n doel 
dien en ook behulpsaam kan wees as alle kapelane net hul bepaal by 
wat die funksie van die Kapelaansdiens is. In die geval van die 
GSB Y is dit so, maar in ander gevalle is dit nie so nie. 
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KPLN MAASDORP - VRAELYS 

1. Kulturele aspekte in die SANW as 'n besprekingspunt gaan gewoonlik 
met die vrae "wie se kultuur" en voortvloeiend hieruit "militere kultuur? 
Militere kultuur is in die reel die militere kultuur soos die spreker <lit tot 
nog toe in sy/haar militere organisasie ervaar het en <lit word deur die 
lid as reg en toepaslik gesien. 'n Probleem wat hier mag opduik is lede 
wat nie in 'n voormalige lid van die "SDU". Hierdie lid was nie 
blootgestel aan enige militere kultuur nie en sit derhalwe met 'n groter 
probleem as die ander lede. Ou SAW lede is ook in die meeste gevalle 
die mening aangedaan <lat hul militere kultuur konsuis die kultuur vir 
almal moet wees. Die beleid tov kultuur - of liewer - wat kultuur 
bemvloed word stelselmatig ge'implimenteer bv meer as een vrou, 
swanger enkellopende vroue in die stelsel en dergelike meer. 

Groepskultuur in die SANW is soms 'n bron van argwaan, misbruik en 
ander negatiewe houdings. Lede uit 'n sekere kultuurgroep kan hul 
kultuur misbruik om sekere voordele te bekom. Lede (meerderes) kan 
konflik veroorsaak as hulle ongevoelig staan teenoor kultuur, veral as 
hulle nie die kultuur verstaan. 

2. Hanteer mense as individue. Wees buigsaam in kommunikasie. Respek 
verskille. Wees objektief Identifiseer individuele sterk punte. Maak 
van inklusiewe taal gebruik. Moenie aannames maak nie. Stel vrae om 
onduidelikheid uit die weg te ruim. Ken jouself, doen introspeksie en 
vra vir terugvoer - pro beer j ou ARENA so groot as moontlik maak. 
Moenie mense ignoreer slegs omdat hulle 'n ander taal praat of ander 
gebruike het nie. Wees gewillig om te verander. 

3. J a. Rassisme bestaan nog. 

Voorstelle 

Wees bewus van jou eie optredes en houdings. 
Opleiding - jouself en ander lede 
Gee geleentheid vir deelname aan besluite deur lede teen wie in die reel 
gediskrimineer word. 
Bied lidmaatskap aan die sulkes in organisasie, ens. 
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Maak waar moontlik gebruik van die beskikbare media om 
bevooroordeeldheid uit die weg te ruim en af te takel. 
Verandering - wees gewillig om te verander en verandering aan te 
bring/teweeg te bring. Leierskap moet die woord by die daad voeg. 

4. Tans word daar nog nie genoeg gedoen om die aangeleentheid uit die 
weg te ruim nie. 
Daar is nog weerstand teen verandering 
Lede vertrou nog nie mekaar nie 
Onvoldoende fondse vir moontlike projekte 
Beleid wat nog nie in plek is nie 
Nie genoegsame opgeleide lede nie 
Lede met eie agenda 

5. Sommige lede verseg om gesprekke tov die aspek te voer, omdat hulle 
meen dat <lit nie help nie. Die oorgrote meerderheid lede op alle vlakke 
weet nie hoe om konflik te hanteer nie. Lede uit sekere kultuurgroepe 
gebruik ander kultuurgroepe se onkundigheid oor eersgenoemde groep 
se kultuur as 'n wapen/magsbasis. 

6. Die sieninge en sentimente van ander nie-SA W lede geniet aandag en 
word tans waar prakties gei'Inplimenteer. Die hoof doel van die SANW 
is om te strewe na sy missie en visie en dit beteken om missie gereed 
(slaggereed) te wees. Hierdie slaggereedheid word voor van hierdie 
"sienings" en "sentimente" gestel. Om 'n voorbeeld te noem, waar 
verandering agv integrasie plaasgevind het, kan ons kyk na die nuwe 
beleid rondom dames se haarstyle en byvoorbeeld die dra van die 
riempie om die pols. Menasies is ook een van die plekke waar daar 
redelike voorsiening vir verandering gemaak is, alhoewel 'n finansiele 
aspek moontlik ook tot hierdie verandering bygedra het. Mens kan 
miskien die hersiening van die RVD ook hier noem. 

7. Op die keper beskou bly enige soort diskriminasie net dit. Al hierdie 
terme (para 7) begin maar by ons aangeleerde waardes, die invloed van 
die gemeenskap rondom ons, hoe ons op ons intrinsieke waardes 
reageer, wat ons houding teenoor iemand of iets sal bepaal en dan hang 
dit af hoe ernstig ons oor die aangeleentheid voel en of ons dalk daarop 
reageer. Een van die meer subtiele vorme van diskriminasie wat egter 
blou - blou gelaat word is seksuele teistering. Lt kol P .I. Daniels was 
besig met 'n tesis oor hierdie onderwerp, spesifiek oor die feit dat tlaar 
nie genoeg hieromtrent gedoen word nie. 
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8. Daar is 'n gevoel van gesag, 'n gevoel van meerderwaardigheid en 'n 
mate van etnosentrisme. Daar is ook dieselfde gevoel vanaf 
byvoorbeeld die TBVC groep teenoor NSM. In hierdie opsig is daar 'n 
groter gevoel van kameraadskap tussen SAW lede en lede van die 
TBV C en is hierdie twee groepe geneig om saam te skaar teen lede van 
dieNSM. 

9. F aktore wat moontlik aangewend kan word byvoorbeeld trots, 
eerlikheid en die gewilligheid om saam te werk om 'n positiewe 
verandering teweeg te bring. Trots op die self en werk, kan gebruik 
word deur daardie persone met erkenning vir goeie werk gelewer, te 
beloon, om eerlikheid te benut en idees vir positiewe verandering sover 
moontlik te 'implimenteer. Die probleem egter is dat hierdie 'n twee­
rigting aksie benodig, derhalwe moet albei die betrokke partye se 
ingesteldheid positief wees. Ons sit nog met te veel mense wat getuig 
dat hulle nie rassisties is nie, maar bloot deur hule getuienis soms bewys 
dat hulle wel is. 

10. Tans is ons grootste probleem dat ons op antler mense en hul optrede 
gefokus is. Ons wil altyd beter en slimmer as ander mense wees, wat tot 
gevolg het <lat ons net antler se swak punte eksploiteer en so daarop 
fokus ( omdat dit ons 'n mate van verhewenheid gee) dat ons die vele 
goeie kwaliteite heeltemal miskyk As ons egter poog om ons ARENA 
so groot as moontlik te kry, sal <lit beteken dat ons meer krities oor ons 
eie houdings en optrede sal wees en meer insig (nie net begrip nie) oor 
moontlike vooroordele sal he en dit diensooreenkomstig sal bestuur. 
Sessies wat hierdie aspek bevorder moet aangebied word, sodat ons op 
'n plek kom waar ons onbewustelik deurlopend die regte ding doen. 

11. Sien 10. 

12. Wees toeganklik, wees deursigtig, wees regverdig. Kyk na dinge soos 
diskriminasie in terme van geloof. K yk byvoorbeeld na die gebede wat 
soggens tydens appel gedoen word. Probeer om gedurig 'n oor op die 
grond te hou. Bestee kwaliteit tyd aan al die lede. Minder formele 
sessies tussen kapelaansperiodes of soms gedurende kapelaansperiode. 

13. In ons geval is dit miskien ietwat moeiliker as in ander plekke, want ons 
sit met 'n "kleurling" predikant wat heel moontlik nog steeds deur die 
gemeenskap as "meneer" of een van die ander diskriminerende terme 
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aangespreek word wat probeer om aan 'n wit en swart gehoor iets oor te 
dra en in baie gevalle deur sy "eie mense" in die teenwoordigheid van 
die antler groepe afgekraak word. Ek glo baie mense sit net omdat hulle 
geforseer word om by te woon. Die ou koffiekroeg idee sou miskien 
meer tasbare vrugte afgewerp bet. 
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KPLN MAASDORP : QUESTIONAIRE 

1. Besnyding - Inisiasie 
Begrafnisse 
Kulturele gewoontes I sieninge van verskillende kulture 

2. Werksessies I Seminare I Orders - Geskrifte uitdeel I Besprekingsessie I 
Taal wat kommunikasie plaasvind moet verstaan word deur almal. 

3. Nee 

4. Nie regtig nie. Ja <lit kan voordelig wees in beide. 

5. Korn voor. Nie rassisties gekoppel nie, agv werksomstandighede wat 
konflik gebeur. 

6. J a, die meeste daarvan. 

7. Nee 

8. Goed. Daar kom seker individuele voorvalle voor, maar nie waarvan ek 
regtig weet nie. 

9. Geloof 
Verwagtinge - Die mense moet geleer word hoe om saam 
Doelwitte te werk. Ingelig word wat verskil en wat is 
Vooruitgang dieselfde. Wys mense hoe om saam te werk. 

1. Respek 
Dissipline 

2. Leer mense om mekaar te respekteer en in mekaar te glo. Laat 
verskillende rasse I groepe saamwerk sodat mense mekaar leer ken en 
sien die ander rasse se sieninge is. Verseker dat die diverse groepewerk 
en 'n deelnemende poging I bestuur plaasvind. 

3. Kommunikasie waar kulturele aspekte bespreek word wat alle 
rassegroepe beinvloed. Mense moet leer HOE antler redeneer en 
HOEKOM hulle so redeneer. 
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4. Ja. Die kapelaan diens kan verantwoordelik wees vir die 
inligtingsessies. Verskille groepe moet saam die kommunikasie periode 
bywoon en daar moet gepraat word oor verskillende kulturele kwessies. 
So sien mense HOE "antler" mense redeneer en dinge sien. Dis 
belangrik dat mense deelneem in gesprek en dus moet dit interessant 
wees om aandag te behou. Mense moet geleer word HOE en 
HOEKOM ons verskil. 
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IT'S ALL ABOUT HOW THE MESSAGE IS RELAYED 

It is always interesting to learn something new, especially if it is something 
about another culture. It is always a good thing to be informed about the 
cultures of one's colleagues. It helps everyone to understand another person's 
actions and reactions to certain situations. It creates a sense of tolerance 
amongst workers, because there is thus an understanding between workers. It 
does not help if a person goes to his superior with a problem and when the 
superior does not understand, the member is not willing to explain his 
problem. 

I have found that some people don't want to explain and share their culture 
with others. Can't we see that if we don't share, other people will not 
understand why we do certain things? We must not only be willing to share 
this knowledge, but also willing to acknowledge that the approach to doing so 
is very important. In fact, the approach to this is more important than the 
message. It is the approach that will determine the amount of attention that 
the listener is willing to give. 

We must also determine our target group and accommodate them while 
relaying our message. I think that the reason for the intolerance toward the 
message on Tuesday was the fact that the speaker did not accommodate her 
target group. Which was actually the members which are not Xhosas. These 
members could not understand half of the message, because they could not 
understand Xhosa. 
Starting off with her Xhosa prayer, it would have been thoughtful of her to say 
what she was going to do prior to praying. Then, afterward, explain to the rest 
of the people what was said and why. So that the rest of the people could also 
have appreciation for what was said. Otherwise we create a situation whereby 
we make others intolerant towards learning another's culture. And, if we ask 
questions, we must refrain from using any other language than English. Even 
Afrikaans, is not acceptable as a communication medium when in the 
company of even one person not speaking the language. 

So please, if we want others to be tolerant towards our cultures, we must 
accommodate them. So we ask the questions we want to ask in English. So 
that everyone knows what is going on. Thus keeping them interested in what 
is said. 

We ask the members who come and give the presentation to stay fixed on the 
target group. Tuesday's message shifted from a culture explanation to telling 
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the Xhosa members what they aught to do and not do. That should have been 
done afterwards, getting all the Xhosas together and focussing the specific 
attention on them only. For they were the target group at that stage. Thus 
the rest of the people lost interest in the subject and became intolerant toward 
to speaker. 

And, as we have different cultures in this unit, why do we not ask our own 
members to come and explain certain cultures? The people of our won unit 
must know by now how long the other members stay interest in subject. 
Short and sweet, relaying the most important information and making sure that 
the audience is interested at all times is the key to a successful message. 

So, feel free to share your culture with us, and make sure your approach to this 
is right. I'm sure that understanding different cultures will enable us to work 
and live together in harmony, making each other's lives easier. 
And so, we thank chaplain Maasdorp for a very good idea, and we ask him to 
consider members from within the unit to relay the message. People familiar 
to the military culture who know where the hiccups in the unit are caused. 
People who can come and explain that part of their culture to everyone who 
are not informed so that we may find solutions to these everyday problems. If 
every problem we have comes to us with a solution, usually found in a good 
explanation, our jobs become that much easier. 
Perhaps you are familiar with this sentence if you have been in this unit long 
enough: "Don't bring me problems if you can't accompany them with 
solutions." 
Well, it sounds easy enough in theory, let's see if it can work in practice. We 
won't know ifit wil1 work if we don't try to let it work, now do we? 
Feel free to come and give the Chaplain some ideas and suggestions. 
Any help offered to this cultural diversity accommodation effort will be 
appreciated. 
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TERUGVOER TOV GASSPREKER OP 21 AUG 2001 

Dit is my persoonlike opinie dat die instelling van gassprekers tydens 
Kapelaansperiode 'n baie insiggewende idees is. Die redes vir my stelling sal 
ek in hierdie terugvoer aanspreek. Ons aanvaar vanselfsprekend dat die 
meeste lede van die GSBY op 'n Sondag kerk toe gaan en die Woord van God 
hoor. Dit is egter nruef om so te dink. Al geleentheid wat sekere lede van die 
eenheid kry om die Woord van God te hoor, is tydens Kapelaansperiode op 'n 
Dinsdagoggend. Baie mense sluit hulle af of dink aan ander dinge as hulle op 
Dinsdag by kapelaansperiode sit, omdat die prediker swak preek nie, maar 
omdat dit 'n menslike eienskap is om dit te doen. In die geval van 
gassprekers, is die meeste lede van die eenheid egter opgewonde om te hoor 
waaroor die persoon gaan praat en of dit 'n interessante onderwerp gaan wees. 
Wat vir my goed is, is die feit dat die gassprekers altyd 'n geestelike inslag het 
wat tot gevolg het dat die lede wat nooit die geleentheid kry om in die kerk te 
kom en die lewe vanuit 'n Christelike oogpunt te ervaar nie, dan hier op 'n 
subtiele wyse aan die W oord blootgestel word. 

Jn die geval van die Xhosa dame spesifiek, is die W oord ook in een of ander 
vorm oorgedra na die lede wat daarna geluister het. Sekere dinge wat sy gese 
het, het meeste mense wat nie van die Xhosa kultuur is nie, tot nadenke gehad 
oor hoe die Xhosas hul geloof uitleef teenoor die ander kulture dit doen. 
Vergelykings is definitief getref en dit is deurgetrek na die Bybel soos wat die 
W esterse kulture dit beleef of interpreter. Die kem van kapelaansperiode is 
om die W oord oor te dra en dit is volgens my gedoen tydens die gasspreker se 
praatjie. Dit was insiggewend vir my omdat ek meer omtrent die Xhosa 
kultuur geleer het; dinge wat ek nie geweet het nie of verstaan het nie. As 
voorbeeld kan genoem word dat die Xhosas tot God bid deur hul voorvaders 
("ancestors"). Meeste wit en bruin mense weet dit nie en dit het ook nie die 
dag gehoor toe die gasspreker daarvan vertel het nie, omdat hulle hulself 
blindstaar teen die Xhosa kultuur en geloof wat volgens hulle nie op die Bybel 
gegrond is nie. 

Dit is vervolgens baie belangrik dat die gehoor op 'n Dinsdag hulself instel om 
nie met vooropgestelde idees daar te kom sit en net sellektief te luister nie, 
want dan is die doel van Kapelaansperiode nie bereik nie. Die doel is tog om 
God se W oord te hoor en of dit nou dmv 'n antler vorm gedoen word, is nie ter 
sake nie. Jy kry uit 'n toespraak of praatjie wat jy as persoon daaruit wil kry. 
Ek veronderstel dat die Xhosa dame se idee was om die Xhosas in die saal 
betrokke te kry om sodoende 'n bespreking uit te lok om die ander lede in die 
saal betrokke te kry, want die gehoor was dood gewees. Ek glo nie dit was 
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haar bedoeling om konfrontasie uit te lok nie, alhoewel sekere mense dit wel 
so ervaar het. Vir my persoonlik is kennis mag en hoe meer kennis ek kan 
opdoen, hoe beter is my voorbereiding vir die lewe daarbuite. Om te 
saampraat oor dinge waaroor almal nie kan saampraat nie. Vir my is kennis 
ook 'n instrument om verskille mee te oorbrug. Volgens my kennis was die 
idee van die kapelaan om juis dmv die spreker mense van GSBY nader aan 
mekaar te bring deurdat hulle meer van mekaar se kultuur en geloof kan leer 
en sodoende mekaar se optredes beter verstaan. Kennis bevorder ook 
verdraagsaamheid in 'n groot mate deurdat mense leer <lat almal nie dieselfde 
opgevoed is of onder dieselfde omstandighede grootgeword het nie. Hier 
kom geleenthede weer ter sprake, maar waaroor ek my nie uitlaat nie. 

Oor die algemeen is gassprekers vir my persoonlik 'n baie verrykende 
ervaring. Dit gun my die geleentheid om nie met albei oe deur die sleutelgat 
te probeer kyk nie. Dit bevorder SOOS hul in Engels se om "broadminded" te 
wees, maar om ook <lit wat reg is vir jou, te behou. 

Dit gee ook die geleentheid vir mense om kennis op te doen om sodoende 
minder veroordelend te wees teenoor ander mense. Hiermee gaan saam om 
mense te katagoriseer as goed of sleg. 

Ek glo dat elke gasspreker 'n les los vir die gehoor. Die gehoor moet net 
ontvanklik daarvoor wees en met 'n oop gemoed na die spreker luister. Die 
onderwerp is ook belangrik. Mense moenie hul blindstaar teen 'n onderwerp 
nie want 'n onderwerp opsigself is soms misleidend en dan sonder om na die 
spreker eers te luister, word atleidings gemaak en word daar met 
vooropgestelde idees na die spreker geluister. 

Sonder om te filsofies te klink, wil ek graag se dat die sprekers van 
hoogstaande gehalte is en dat die afwisseling tussen 'n formele preek en 'n 
aktuele praatjie regtig verfrissend is tydens kapelaansperiodes. Dit is groot 
moeite om sprekers te reel, veral vir so vroeg in die oggend. Daar sal altyd 
lede wees wat kritiseer, maar ek <link die oorgrote meerderheid in die GSBY 
waardeer en geniet dit terdee. 
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INTERCULTURAL MINISTRY IN THE CULTURAL DIVERSE 
CONTEXT OF THE SOUTH AFRICAN NATIONAL DEFENCE 
FORCE 

1. Because of the backgrounds of the diverse groupings that the SANDF 
make up, cultural issues are :frequently misunderstood. That fact that 
the ex-SADF and that the whites controlled that entity, whatever the 
whites believe, tends to be the norm. The whites in the SANDF come 
mainly from the Afrikaner grouping and are known to be a very 
conservative people. They hate change and believe in themselves. 
They grew up, believing that other racial groups in South Africa are 
third class citizens and that blacks are primitive and savages. Seen 
against this backdrop, whites probably can't help to ignore certain 
cultures blacks. 
Another dynamic is that the coloureds on the other hand is known or 
perceived as a very obedient people historically, or the perception is that 
coloureds leaned more to whites then to blacks. And I've discovered 
that the majority of coloureds does'nt know their culture and traditions. 
With all these different approaches you'll find animosity between the 
different groupings in the SANDF. One can't really pinpoint specific 
cultural aspects, but there's a number of aspects across racial lines that 
are misunderstood. One aspects for example is that coloureds are a 
hard-working people, and this is always interpreted by blacks as trying 
to impress whites. 
The Xhosa is know to be relaxed and never to rush things, which 
suggests that blacks are a lazy bunch of people. 

2. I've been part of Cultural Diversity sessions during courses that I've 
done and discovered that his is the way to go. The SANDF should 
introduce Cultural Diversity sessions and periods during each and every 
course. Another aspect is to recruit more officers from the ranks of 
dynamic individuals in the NCO corps, especially among coloureds and 
blacks and groom them to become middle tier leadership as well as top 
tier leadership. I'm of the opinion that this group of people can make a 
big difference in terms of Cultural Diversity and put the SANDF on a 
different track. With the current leadership, things are still done like it 
was done years ago, doing things along racial lines. 

3. Racism is still rife in the SANDF. Racism was over the years prevalent 
in the ex-SADF. After the integration of forces into the SANDF, 
racism was still entrenched. People who perpetrated racism was still in 
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the organisation, and initially there wasn't programmes to address this 
problem. Around 1996, a programme called PIP - Personal Integration 
Programme, was introduced. Members was taken from each unit to a 
central point, where they brainstormed certain issues relating to racism. 
After some time, feedback from people attending this programme 
suggested that attempts by the top brass of the SANDF to address the 
issue of racism through such programmes and others, was a step in the 
right direction. But these programmes died down. 
After the Tempe incident and similar incidents elsewhere in the country 
the High Command launched investigations as well as road shows to get 
to know the extent of the problem of racism in the SANDF, which seem 
very reactionary. Seemingly the High Command don't have a 
programme or plan to deal with the problem of racism, while the 
problem is still very prevalent. Racism or racial prejudice has raised its 
ugly head during the staffing process. Whites were put in charge of the 
process and was given a blank cheque. They gave fellow whites, all 
over the country, strategic posts. Blacks and coloureds' morale is at an 
all time low. People that are not staffed, are uncertain about their future 
in the organisation. This situation was created by a High Command, 
which is mainly black and incompetent, that allowed whites to take 
control of various aspects in the SANDF when it comes to recruiting 
new members, blacks and coloureds get training, together with whites at 
Army Gymnasium, then after completion, only whites are sent off to the 
Military Academy to become officers, whilst blacks and coloureds 
become NCO's, if they're lucky to get a contract. 
With this, the whites entrench white supremacy in the SANDF, thus 
keeping strategic positions and skills in their hands. They ensure that 
they are skilled and capable of running this organisation. The black 
High Command are there only to rubber stamp their (whites) decisions. 
The white generals as well as colonels in Pretoria, has the black top 
brass under their influence, to an extent that it seems that the latter owe 
the whites something. 
Just recently, the top brass has attempted to redress the imbalances with 
regard to the racial makeup of the officers' corps, by recruiting 
candidate officers from amongst the NCOs ranks. But here again, the 
criteria to recruit members, denies brilliant members that are not 
medically fit to become officers. I suggest that to redress these wrongs, 
the following should be done: 

a. A forensic audit qualifications of the top brass should be done. 
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b. Dynamic individuals, amongst the NCO corps, should be 
identified to be transformed into officers. 

4. As I mentioned, the top brass, by being reactionary, introduced certain 
programmes to bridge the divide in the SANDF, but never followed it 
up with any other programmes. Two years ago, they proactively 
introduced, as part of courses, Cultural Diversity, but seemingly this is 
also dying down. Too little funds from the Defence budget has been 
allocated for these purposes and people responsible to facilitate these 
programmes become frustrated with the little funds scenario, and we 
disillusioned with the system. Cultural Diversity has gone a long way 
in starting to address the divide, but is too little. 

5. Mistrust is prevalent among the various race groups because of our past. 
Apartheid divided people on the basis of colout, language and culture, 
and was very successful with regard to this. In our workplace, people 
associate with others that speak the same language as him or herself. 
Seven years ago after the first democratic elections, you still fmd people 
groupings in groups of the same colour, and it is mainly because of 
cultural and language difference. Because of the differences, conflict 
usually arises. 

6. Large numbers of members from ex-MK/APLA forces are either troops 
or junior NCO's which means their views are not even heard. The 
various forums are one instrument where these members can voice their 
concerns and normally these concerns only go as far as the OC level. 
Their views are discussed during a report back session by the OC, on 
matters arising in forums, but their views are not really taken seriously. 

7. As I said in previous paragraphs, because of our past, prejudice and 
stereotyping is rife in units. Members doesn't even realise that they 
make themselves guilty of these things. Our society is one of 
stereotyping and prejudice and our members come from these 
communities and bring these prejudices and stereotyping into the 
workplaces. 

8. These members are conservative in their thinking and actions. These 
are mainly coloureds and whites. They perceive members of the 
repatriated forces, for years as their enemy and to think that these 
people changed their attitudes, is very naive. Historically, whites had a 
major influence in the thinking and actions of coloureds in the ex-
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SADF, which suggest that there will always be animosity and 
antagonism from their (coloureds) side, toward their new comrades. 

9. In all cultures, people like to celebrate various achievements or 
important events or just to have a good time when they have the means 
to do so. In the military we have our won culture that has been passed 
on from centuries ago. Things like formal dinners, a military 
disciplinary code, etc. With social functions the military, people from 
different races embrace each other, even if it's only during that function. 
In this way, they start to know each other. Because of the disciplinary 
code, we all do certain things, irrespective of our cultures and traditions 
at home, commonly. 

10. Firstly, you should say that the disciplinary code should be enforces 
unconditionally onto every member in the SANDF. Because the 
disciplinary code rules every soldiers and the guideline whereby every 
member should adhere to. In fact, it depends on each and every 
member to live up to it. The MDC, Code of Conduct and the Defence 
Act are the only sets of rules that governs the life of a soldier and by 
carrying it out to the letter, will create conducive work relations and 
conditions. 

11. My approach is always to be ethical in my actions, be ethical in the 
carrying out of my duties. 

12. Firstly, sermons from Chaplains should always bring over a positive 
message, a message or reconciliation. The racial divide is this 
organisation's biggest challenge, thats why the chaplaincy should use 
all its resources to bridge that divide. The message that use to go out 
from the pulpit, should always remind us form which difficult past we 
come, the miracle of the transition and the future of the SANDF. Then 
the Chaplain Service should also play a role in organising professionals 
and NCO's to have seminars and training in life skills, which will help 
create a better and positive soldier. 

13. As I mentioned in the earlier paragraph, to equip soldiers with life skills 
and empower them. The chaplaincy can play a role in empowering 
people by involving NCO's, like they have proved in the past with the 
idea of the Adult Education initiative. By empowering soldiers will 
help in a long way to get rid of fears, hatred, bitterness and suspicion in 
our ranks. 
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Inter-cultural Ministry in the Cultural Diverse context of the South 
African National Defence Force 

1. Cultural aspects in SANDF. It is very difficult to identify the culture 
that is always misunderstood in the South African Defence Force 
(SANDF). Culture is a very broad term but in the military there must 
be one culture, the military culture. I believe that some former 
South African Defence Force (SADF) members are using this term 
culture for their own interests. They practice racism and 
discriminate the integrated forces and use the term culture as their 
defence. Culture in a class society inevitably has a class character. 
Whatever social theory we might examine, we should invariably find 
that culture in a South African society is rooted in the sphere of 
society material conditions of life. The culture of the South African 
blacks cannot be the same with that of white South African because 
culture is influenced by economic position or a certain group or class 
in any capitalist country. The culture of struggle can never be 
understood, religious beliefs culture of defiance, of resistance to 
colonialism and oppression. There are cultures that can be classified 
as commercial and industrial because the economic institutions tend 
to dominate much of the group life and values. 

2. Communication and cultural diversity. Participation is an important 
way to counteract the isolation of people (some SANDF members). 
If participation in the activities of National Force is put into effect 
communication will be created. There is also a language problem in 
our defence force. Some members are forcing other members to 
speak Afrikaans especially in the Northern areas of our country. 
Cultural diversity is existing because we are coming from different 
backgrounds and we speak different languages. Another thing that 
we must remember is the political and economic backgrounds of 
both black and white in South Africa. The differences in culture in 
the (SANDF) in general is also influenced by the economic position 
of former (SADF). The (NSF) integrated to people who are already 
well established socially and economically. 

3. Transformation in the South African Defence Force (SANDF) forms 
of racism and suggestions to eradicate it. I do not think there is a 
meaningful transformation in our Defence Force. I think a real 
revolutionary transformation cannot take place at this stage because 
the government officials do not care at all about what is happening in 
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the Defence Force. Racism is being practised by SANDF officials. 
A fundamental fight against racism in the SANDF can only be 
waged by government officials. South Africa is a class society so 
under capitalism racism will never disappear. Racism in SANDF 
developed also in Apartheid period. The government officials 
should allow the Defence Force members to form a proper trade 
union organisation. This can solve most of social and work related 
problems in our Defence Force. 

4. Dividing issues of the past. Are they being addressed? Is it 
adequate? There are many dividing issues in the SANDF. The 
staffing process is not going according to the government policy. 
There are many things that are ignored by both military and 
government officials. Employment Equity Act is being ignored, 
Administration regulations are not implemented. These problems 
cannot be addressed adequately as long as the Defence Force is 
entrenched in racial discrimination against the black workers and 
soldiers. The language barrier itself is a large obstacle. 

5. Ministry and work environment conflict. I think there is a need for 
us to acknowledge that we do have different political and social 
backgrounds. Black people were politically oppressed, exploited 
economically and socially ostracized by the colonial system of 
Apartheid. Other factors which may be conducive to potential 
conflict are the staffing processes in the DOD. The majority of 
white former SADF members are staffed and most of the black NSF 
members are staffed by the SANDF. 

6. Ideologically a large number of members are form repatriated 
forces that held views contrary to the previous regime. Do you 
think their views and sentiments received attention and recognition 
in the newly SANDF? On the question of ideology many members 
of NSF are secretive about their ideas because there is a code of 
conduct in SANDF. There is also military law that must be 
respected by all members. Our views and sentiments do not receive 
enough attention in the SANDF. The problem with most of former 
SADF is that they have the fear of losing white identity if there is 
socialisation with black people and second the apologetic attitude 
regarding white privilege. Another difficulty in our Defence Force 
is that the former white SADF establish the standards and judge 
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performance. The legacy of Apartheid is like an incurable disease to 
some of them. 

7. Do you perceive any other forms of discrimination, stereotyping and 
prejudice? In the SANDF I think women are the victims of 
discrimination and this discrimination was a culture of the then 
SADF. It is very difficult now to recognise the rights of women in 
the new SANDF. They just ignore you when you talk of gender 
equality and discrimination against lower ranks. They are not even 
told about their Constitutional Rights. 

8. How do you perceive the attitudes of former SADF members towards 
their new comrades form repatriated forces? It will be difficult to 
analise them when it come to their attitude because most of them 
speak Afrikaans when they are together and some of us do not 
understood Afrikaans. Yes, some of them naturally do have negative 
attitude but they are improving. I think what makes some of us to 
behave like that is that many soldiers did not do any war, they were 
never involved even in politics in South Africa under Apartheid. 

9. Cultural differences and similarities. Yes, there are differences and 
also similarities because there is one South African culture which is 
common to all South Africans, black and white. Because of the rules 
and regulations of SANDF, some members are forced to hide 
attitudes towards the culture of other groups. Fortunately we are 
having a democratic constitution which guides the behaviour of all 
members of SANDF. It is very difficult to see or to realize whether 
we are working together in harmony because it is peace time now, it 
was going to be easy if it was during war time. It is very difficult to 
identify who is a patriot and who is not, because patriotism is 
something that cannot be detected easily. Cultural differences 
between black and white South Africans will always be there but it 
can be reduced by industrial revolution in the Republic of South 
Africa and most of black people were locked in rural Bantustan 
system and other were working on farms so it is difficult now for 
them to socialize with other people in industrial areas or cities. 

10. Models of ministry or rules governing the work situation would you 
apply to create work relationship. Gender equality should be 
encouraged in the Defence Force. It appears that references to 
women are often more stereotyped and negative that reference to 
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men. It is the Senior Officers in the SANDF who are creating 
divisions amongst the members of the organisation. They are the 
ones who are practising racism in their units. For example, they like 
to say bad things, giving false reports about the activities of the 
former NSF members. They do all these things in the presence of 
young junior white Officers. By doing this they are creating 
serious confusion. Of course, not all of them are doing that but 
many of them are doing it. 

11. Sketch approach in your ministry/work environment, in order to 
create a trustworthy climate/atmosphere amongst members of the 
SANDF. The only way to create a trustworthy climate at work is to 
make people happy and they feel much at home. To encourage 
sport activities amongst members of the SANDF because this is 
during peace time, there is no war. Also it is important sometimes 
for soldiers to be entertained. Our soldiers should be encourages to 
read important books about the history of our country in general and 
the military in particular because there are soldiers, especially 
Commissioned Officers, who are not interested in reading. They did 
not even know the constitution of our country. We must remember 
that we are going to meet foreign soldiers in international operations 
under the UN, SADCC, OAU etc. A programme of action should be 
created to end suspicion between former SADF, former TBVC and 
other members of our Defence Force. I know this is very difficult 
because change itself became the enemy, much of the current racism 
may derive not so much from the factors we one associated with 
prejudice but with the increasing complication that the image of the 
black community now represents the most powerful symbol of 
disruptive changes in their lives in the live of he white people. 

12. The role of Chaplain in the SANDF. The service of the Chaplain in 
the SANDF is suppose to encourage and bring peace and 
reconciliation to the SANDF members, in the deployment and base 
areas. People or soldiers should sometimes get the service of the 
Chaplain, also the Chaplain's service should play an important role 
in being a link between religious bodies and educational institutions. 
The essence of any religion is reconciliation between people. 

The ministry should ensure the following: 
There are people in the DOD who are non-believers. 
Understand and know the role of NGO's and other organisations 
involved. 
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To have good relations with the mass media, to help the DOD members 
to convey death messages. 
To visit to the areas of deployment. 
Should have the support of local religions and other local leaders (good 
relationships). 
Should help the Commander in caring for own forces. 

13. Chaplain service - the purpose of it? The service of the Chaplain is 
good for all the believers in the NDF because it helps to relieve the 
stress of many members. People also, who are sick in our hospital feel 
better when they are visited by the Defence Force Chaplain. The 
Chaplain help in boosting the morale of the soldiers especially in 
operational areas. Even soldiers who are having social, domestic 
problems, etc. go to the Chaplain. The Chaplain can act as a social 
worker sometimes. Also we must not forget that it is very difficult for 
Chaplains to assist in this transformation process because they are also 
having racism problems in their ministry. In South Africa there are still 
churches for blacks and churches for whites that is affecting their 
ministry also in our SANDF. 
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Cpln Maasdorp QUESTIONAIRE 

1. It depends on the person, the circumstances, the setting - all these will 
have a profound effect. Typical examples include a black person 
coming into an all white organisation and be expected to perform as the 
whites are performing. Another typical and topical is the notion of the 
extended family in the black community, where every relatives are 
linked and referred to as the immediate family. 

2. The existing methods can not be faulted. It depends on the person/s, 
sections, how effectively they utilise the existing methods. Overall a 
open, tolerant approach should be had in order to advance cultural 
diversity. 

3. Yes, it will be naive to think with the new democracy all our racial 
problems will be eradicated. Strict, consistent actions (disciplinary if 
need be) against offenders ie. the establishment of a zero tolerance will 
not succeed. 

4. Dividing issues are being addressed through legislation, subordinate 
rules and regulations (DODI' s ), but if a person does not want to change 
or do not have sufficient reasons to change, legislation will not succeed. 

5. It is present and we are all aware of it, but we handle it on a 
contingency basis, thus we never really address the underlining causes, 
but only the symptoms. No, it is not adequate. 

6. Yes, it is the prevailing hegemony, in line with that of the ruling party 
and the impression is that even those that differ with it, are "toeing the 
line" as they don't want to be seen as resisting the changes. 

7. Yes, the direct ones is easy to handle, but the indirect, subtle ones are 
that causes the most damage. All three are prevalent, although at a unit 
as ours, they are less prominent, due to the many highly skilled and 
educated members. 

8. It differs from being positive and supportive to hatred jealously and 
negativity. 

9. Yes, similarities will always be present, as we all are human beings with 
the same biological make-up etc. It can be used to prepare a base line -
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a common departure point - to initiate an intervention. Similarities 
include mutual respect, tolerance, empathy, etc. 

10. Shell excellence leadership model, transparency, open-door policy. 

11. I try to be open, honest and available as well as being open for new 
ideas and differing opinions. 

12. As facilitators in work sessions, emphasizing the equality clause and 
that all need to be treated as God's creations, equally, respectfully and 
consistency across colour lines. 

13. Yes, in the sense that they try to reconcile the different opinions and try 
to create an mutual understanding between differing factions. Also as a 
'escape valve' to vent frustrations and as a 'willing ear'. 
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QUESTIONAIRE 

AANHANGSEL B 
TOT HOOFSTUK 2 

Questionnaire concerning research for Doctor in Theology at the University of 
South Africa. 

TOPIC 

Intercultural Ministry in the Cultural Diverse context of the South African 
National Defence Force. 

Dear Respondent, 

Thank you for your willingness to assist me in making abovementioned 
research possible. 
With your assistance I am able to put forward a holistic picture that reflects 
the true essence of this research. I believe that this research will contribute 
something towards the enhancement of peaceful co-existence between 
members of the South African National Defence Force. 

Your identity will be kept strictly confidential concerning your contribution. 

I would request that you answer the following questions to the best of your 
knowledge. You may write at any length to express yourself: 

1. Which cultural aspects are sometimes misunderstood in the SANDF? 
2. Concerning cultural diversity in the SANDF: Can you suggest ways 

of proper communication which will enhance better understanding 
among members? 

3. After transformation in the SANDF, do you perceive any forms of 
racism? If any, please supply me with suggestions of eradicate it. 

4. To what extend are dividing issues of the past being address. Do 
you think it is adequate? 

5. How do you experience in your ministry/work environment conflict 
and misunderstanding across racial lines? 

6. Ideologically, a large number of members are from repatriated forces 
that held views contrary to the previous regime. Do you think their 
views and sentiments received attention and recognition in the newly 
SANDF? 
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7. Do you perceive any forms of discrimination, stereotyping and 
prejudice? 

8. How do you perceive the attitudes of former SADF members 
towards their new comrades from the repatriated forces? 

9. Except differences culturally, do you think there is also similarities. 
To what extend can these similarities be utilize to bring about a 
community where members work together in harmony? 

10. What models of ministry/ or rules governing the work situation 
would you apply to create a conducive work relationship? 

11. Sketch your approach in your ministry/ work environment, in order 
to create a trustworthy climate I atmosphere amongst members of the 
SANDF. 

12. What role can the Chaplains service play to builds bridges if 
reconciliation among the Cultural Diverse Groups in the SANDF. 

13. Does the Chaplains Service serve any purpose to address fears, 
hatred, bitterness, suspicion that accompany the integration process 
from both sides of the integrates? 

Thank you for your contribution 
Yours because of Him 

DAVID ISAK MAASDORP 

31 



AANHANGSEL C-1 
TOT HOOFSTUK 2 

RIGLYNE TOT DIE BANTERING VAN LEDE VAN ANDER 
KUL TUURGROEPE IN DIE SANW 

1. Om kapelane en bevelvoerders vertroud te maak met gewoontes en 
gebruike van die Swart soldaat. 

INLEIDING 

2. In die lig van die al groter wordende toetrede van lede van ander 
kultuurgroepe tot die SANW word riglyne daargestel ten opsigte van die 
hantering van eiesoortige tradisies en gewoontes. 

3. Kollektivisme. Skakeling met die groep is vir die Sothos uiters 
belangrik. Tydens die lid se verlof gaan by na sy mense toe. Hy se: "Ek gaan 
buistoe ! 'n Getroude man, met vrou en kinders, beskou sy ouerbuis as sy 
buis! Hier voel by tuis. Sy mens-wees is bier gewortel. 

a. Probleem. Somtyds wil die lid wat in 'n operasie betrokke is, 
huis toe gaan. Hy wil sy mense (pa, ma, oupa, ouma, neefs, 
niggies, ensovoorts) gaan sien. 

b. Aanbeveling. Dit moet aan die lid verduidelik word dat sy 
werk eerste prioriteit is. Hy moet weet dat hy om 'n guns vra en 
nie 'n reg nie. By die inname moet dit aan die lid verduidelik 
word dat hy nie kan kom en gaan soos hy wil nie. Hy moet sy 
verlof beplan. 

4. Begrafuis (lepato. Phihlo). Volgens tradisie moet die lid al die 
begrafnisse van sy familielede bywoon. As hy dit nie doen nie, sal hy 
probleme in die lewe teekom. Sy werkgewers sal met horn raas. Sy kinders 
sal siek word. Hierdie kwaad word deur onreinheid (senyama) na horn toe 
getrek. 

a. Probleem. Die lid wil onreinheid (senyama) vermy. Dus wil hy 
al die begrafnisse bywoon. 
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b. Aanbeveling. Die kapelaan moet met die Woord van God 
bewys dat daar nie so iets as omeinheid is wat deur die dood 
veroorsaak word nie. Die lid moet aangeraai word om net 
begrafnisse van bloedlyn-familie byte woon. 

5. Rou afhaal (Ho hlobola thapo). By die begrafnis van 'n familielid 
word die familie se hare geskeer. Elke lid van die familie dra 'n stukkie swart 
lap (thapo). Hulle dra dit vir 'n tydperk wat deur die hoof van die familie 
bepaal is. Almal se hare word weer geskeer. Die swart lappies word 
verb rand. 

a. Probleem. As die lid op kursus is of in 'n operasie betrokke is, 
moet hy onttrek word sodat hy hierdie geleentheid kan bywoon. 

b. Aanbeveling. Verlof kan hiervoor gebruik word. Die 
volgende voorwaardes moet streng toegepas word. 

(i) Die kapelaan inoet die sterfgeval teenoor die naam van die 
lid in 'n register aanteken. 

(ii) Die kapelaan moet die "rou afhaal" by die hoof van die 
familie bevestig. 

(iii) Die lid moet die doodsertiftkaat toon. 
(iv) Verlofvorms moet voltooi en geprosesseer word. 

6. Onthulling van die grafsteen. Die onthulling van die grafsteen (pulo 
va lejwe) vind gewoonlik in die winter plaas. Dan word 'n bees geslag. Die 
familielede woon hierdie geleentheid by. 

a. Probleem. Die lid wil ook hierdie mite meemaak. Hy moet 'n 
klippie op die graf plaas. Daaruit kry hy seeninge. 

b. Aanbeveling. Die lid moet verlof kry want as hy nie gaan nie 
sal sy werksvermoe nadelig bemvloed word. 

(i) Die onthulling van die grafsteen kos baie geld. Die 
kapelaan moet die lid adviseer om te spaar. 

(ii) Die eenheid moet waak teen lenings wat deur lede gemaak 
word. As een lening toegestaan word, sal daar baie volg. 

(iii) Die lid moet betyds begin geld vir die grafsteen en die bees 
wat geslag word, spaar. 
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7. Huwelik (lenvalo). Die huwelik van 'n swartman het baie vorme. 

a. Daar is 'n wettige huwelik (lenyalo la molao ). 'n 
Huweliksbevestiger voltrek hierdie huwelik. Die paartjie kry 'n 
huweliksertifikaat 

b. Daar is ook veelwywery (sethepu). D-aar word geen 
huweliksertifikaat uitgereik vir vroue wat na die eerste een 
bygevat word nie. Net die eerste vrou het die huweliksertifikaat 

c. Die derde huwelik is tradisioneel. Daar word geen 
huweliksertifikaat uitgereik me. Party mense noem hierdie 
huwelik "lobola huwelik". 

( i) Kinders uit hierdie huwelik kan me op vrye medies 
aanspraak maak nie. 

(ii) As die lid sterf sukkel die kinders wat uit 'n tradisionele 
huwelik gebore is om dit te kry wat hulle toekom. 

d. Probleem. Vir die swart soldaat is al die bg. hmvelike "wettig". 
Daarom sal hy veg om al sy kinders by die eenheid te laat 
registreer. Hy sal hulle siekeboeg toe stuur vir mediese 
behandeling. Verder beskou hy al sy vroue as sy "wettige" 
afhanklikes. 

e. Aanbeveling. Die kapelaan moet die huwelik volgens die Bybel 
verduidelik. Hy moet 'n reeks van lesings oor die huwelik 
aanbied. Die kapelaan moet die lede7 wat hierdie probleem in die 
gesig staar, se huwelike volstrek. 

(i) Die regslui moet die regs-implikasies van poligamie 
uitspel. 

(ii) Die maatskaplike werker moet die morele gevolge van so 
'n huwelik verduidelik. 

8. Tradisionele dokter (ngaka). Daar is drie soorte tradisionele dok1ers: 

a. Selaodi (waarseer). Hy sien in die toekoms. Hy kan jou se wie 
jou getoor en jou skape gesteel het. Hierdie dokter help mense 
wat bedreig voel. 

b. Moloi (towenaar). Hy maak dood of vergeld kwaad met kwaad. 
Hy kan nie genees nie. 
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c. Ngaka ya dithato (kruiedokter). Hy gebruik kruie om mense 
gesond te maak. Hy beskenn die gesin met sy sterk medisyne. 
Hekse en towenaars se hose planne word in die wiele gery. Hy 
kan ook aan sy pasiente geluk bring. 

d. Probleem. Die swart soldaat glo in die mag van die tradisionele 
dokter. Hy lewe in vrees vir hose magte wat ander mense na horn 
toe stuur. Hy moet af en toe homself sterk maak met 'muti' van 
sy tradisionele dokter. Sy hele bestaan is in hierdie 'dokter' se 
hande. Sy geluk en groei by sy werk is ten volle in die hande van 
hierdie tradisionele dokter. Hy wil nou na hierdie man toe gaan. 
Hy kan nie vir 'n volgende naweek wag nie. 

e. Aanbeveling. Die kapelaan moet die lid met die Woord van God 
begelei. Hy moet die lid se siening respekteer. Indien die lid 
volhard in sy versoek moet die nonnale kanale gevolg word. Die 
lid moet dan verlof neem. Die SANW moet op die volgende 
bedagwees: 

(i) Die swart soldaat se siening moet nooit geminag word nie. 
(ii) Die term 'toordokter' moet nooit gebruik word nie. 
(iii) Die swart soldaat glo in toordery - daarom lewe hy in 

vrees. 
(iv) Die swart soldaat glo dat die tradisionele dokter is beter as 

die westerse dokter. 

f. Bergskool (lebollo, koma). In die verlede het elke swart jongman 
die bergskool bygewoon. V andag gaan baie min jongmanne na 
hierdie skool toe. By die bergskool word hulle die volgende 
geleer: 

a. Volksliedere 
b. Oorlogsliedere 
c. Hoe om kinders groot te maak:. 
d. Probleem. Net jongmanne wat by hierdie skole was is 

'manne'. Die swart soldaat wil hierdie titel he. Hy wil die 
volgende lelike name venny. 

(i) Ntja (hond) 
(ii) Ntho (ding) 
(iii) Moshemane (mannetjie) 
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e. Aanbeveling. Die kapelaan moet hierdie jongmanne 
intensief bearbei. Hy moet hulle aanraai om die 
besnydenis by die hospitaal te laat doen. Hy moet hulle 
laat besef dat dokters 'n hoe standaard van higiene 
handhaaf Die kapelaan moet ook die probleem van 
afwesigheid van drie maande om die skool by te woon, 
noem. 
Watter werkgewer kan sy werknemer toelaat om vir drie 
maande van die werk weg te bly? By inname moet daar 
12ertinent gese word_daL~aar nie vedof vir die bergs.k:Q()Jj~ 
n1e, 

10. Ontvangs van die baba (kananelo, pitiki}. 'n Pasgebore bab-a word met 
'-n groot fees ontvang. Die volgende word by hierdie geleentheid 
gedoen: 

a. 'n Skaap word geslag. 
b. Dit word aan die voorvaders gese dat daar 'n baba gebore is. 
c. Daar word gesing en gedans. 
d. Die hoof van die familie seen die baba. 
e. Die voorvaders word gevra om die baba teen siektes te beskerm. 
f. Probleem. Die baba moet gou in ontvangs geneem word sodat 

die voorvaders hom teen siektes en die bose magte van towenaars 
kan beskerm. Die swart soldaat sal op verlof aat"ldring wcu1t die 
lewe van sy kind is in gevaar. 

g Aanb"'v"'l; .... ,,. D'"' kapelaa" rnn""t '" 1"\":l"tnr":l1"" n""s.,.,.r"'L- m"'t d'"' lid • I.. .I. "-" "".l..l.J.J.-6• l."'1 .1..1. 1-1..1-V"''- .1..1. }'u."7S..Vl.U.I."' 6"" _ll' '"'J..'- I.. ...l"" ._..., 

voer. Hy moet die almag van God beklemtoon. Verlof moet 
toegestaan word. 

(;\ 1..J 

(ii) 

(iii) 
(iv) 

Die kapelaan moet lesings oor hierdie onderwerp aanbied. 
Die soldaat moet weet dat die voorvaders nie mag het oor 
sy kind nie. 
Die voorvaders kan nie sy kind doodmaak nie. 
Die iewe van sy kind is in die hande van die Aimagtige 
God. 

11. Fees vir voorvadergeeste (Phabadimo). Die voorvadergeeste kom met 
'n versoek in 'n droom na die soldaat. Die volgende drome is die mees 
bekende: 
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a. Die oorlede oupa kry koud. 
b. Die oorlede oupa is honger. 

In die geval sal die swart soldaat onmiddelik verlof vra. Hy sal 'n bees 
en baie tradisionele bier koop. 

c. Probleem. Die soldaat sal alles los en huis toe gaan. Hy is bang 
vir die volgende: 

(i) Die voorvadergees sal horn met siekte straf. 
(ii) Die werkgewers en kollegas sal teen horn wees. 
(iii) Sy geld sal verdwyn. 
(iv) Sy kinders sal siek word. 
(v) Sy skape en beeste sal vrek. 
(vi) Sy vrou sal onvrugbaar word. 

d. Aanbeveling. Verlof moet toegestaan word. Die lid is baie 
bang. As die bevelvoerder sy aansoek afkeur, sal hy dros. As die 
lid terugkom moet die kapelaan met horn emstig gesels. 

12. Tokkelos (thokolosi). Hierdie onbekende gedaante word net deur 
tradisionele dokters en pasiente wat deur horn (tokkelos) lastig geval 
word, gesien. Die tokkelos doen die volgende: 

a. Hy verwurg sy slagoffers. 
b. Hy slaan sy slagoffers. 
c. Hy maak sy slagoffers dood. 
d. 
Die tokkelos is 'n kortmannetjie met 'n sterk geboude liggaam. Te alle 
tye dra die tokkelos 'n hoed en 'n kombersie. 

e. Probleem. Die swart soldaat is bang vir die tokkelos. Hy moet 
sy tradisionele dokter gaan raadpleeg. Die slagoffer van die 
tokkelos het die volgende: 

(i) Hy is histeries. 
(ii) Hy is elke dag vaak. 
(iii) Hy kan nie konsentreer nie. 
(iv) Hy is vreesbevange. 
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f. Aanbeveling. Sulke gevalle moet onverwyld na die kapelaan 
verwys word. Die kapelaan moet die volgende doen: 

(i) Hy moet die soldaat se verhouding met God herstel. 
(ii) Hy moet die psigiese onstabiliteit en emosionele konflik 

normaliseer. 
(iii) Hy moet die lid na 'n Christen psigater verwys. 
(iv) Indien al die pogings faal moet hy die soldaat toelaat om sy 

tradisionele dokter te gaan besoek. 

NGUNI-GROEP (ZOELOE, XHOSA, SWAZI) 

13. Kolleltivisme. Ngunies het ook baie pa's, ma's, oupa's, ouma's 
niggies, neefs, ens. Tydens sy verlof besoek hy hierdie mense. Hulle 
gee sin aan sy lewe. 

a. Probleem. Op enige dag kan hy besluit om sy familie te gaan 
besoek. Hy neem die werksituasie nie in ag nie. 

b. Aanbeveling. Hanteer hierdie saak met deemis. Wys hom die 
werklike werksituasie. Moenie neerhalend wees nie. Vertel horn 
hoe die SANW se kultuur lyk. Indien dit moontlik is moet verlof 
toegestaan word. 

14. Begrafnis. Die lid moet al die familielede se oografnisse bywoon. 
Indien hy die oudste seun is, moet hy die begrafnis reel. Verder moet 
hy die volgende doen: 

a. Terugkeer huistoe ( ukumbuyisa ekhava)._ Die oudste seun moet 
die gees van die oorledene gaan haal. Hy gaan die lykshuis met 
4
il takk:ie in sy hand binne. Terwyl hy met die gees praat waai hy 

die takkie. Die gees klim op die takkie en word na die kraal 
geneem. Die takkie word in 'n sak geplaas en na die kraal 
geneem. 

b. Teraardebestelling. Die oudste seun loop in en on1 die kraal en 
praat met die gees. Wanneer die liggaam (umzimba) begrawe 
word, sit hy (die oudste seun) die gees terug in die liggaam. 
Daarna word die liggaam begrawe. 

( i) Die hare word geskeer. 
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(ii) Elke lid van die familie dra 'n swart stukkie lap op die mou 
van die baadjie, hemp, trui of rok. 

c. Aanbeveling. Die lid moet vroegtydig huistoe gestuur word. 
Maar die kapelaan moet eers die doodsberig bevestig. Hy moet 
die lid se predikant of plaaslike SAPD bel. 

15. Rou afuaal. Ongeveer ses maande na die begrafnis van 'n familie-lid 
word die rou afgehaal. By daardie geleentheid word die volgende 
gedoen: 

a. 'n Bees word geslag. 
b. Die hare word geskeer. 
c. Die familie besoek die graf. Hulle praat met die gees. 
d. Die gees word huistoe geneem. 
e. Hy (die gees) word op sy naam genoem. Hy word gese hy is nou 

hulle voorvadergees (idlozi). 
f Die gees word gevra om hulle heuwels en stad te· beskerm. 
g. Die roulappie word afgehaal. 

(i) Probleem. Die lid moet huis toe gaan. 

(ii} Aanbeveling. Die lid moet die naweek afwees. 

16. Onthulling van die grafsteen. Die familie kom bymekaar om 'n datum 
te bepaal. Almal gee geld vir hierdie fees. Die kerk kom met 
skriflesing en gebed. 

a. Probleem. Die familie kan nie die swart soldaat van hierdie fees 
verskoon nie. 

c. Aanbeveling. Die lid moet verlof reelings tref. 'n Naweek is 
genoeg. 

17. Huwelik (umshado). Die Nguni het drie soorte van huwelike: 

a. Tradisionele huwelik (lobola). Die beeste word vir die bruid se 
pa gegee. Die volgende word gedoen: 

(i) 'n Bees of 'n bok word geslag. 
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(ii) Die vader neem die dogter na die beeskraal en die 
voorvaders word in kennis gestel: "Hier is julle dogter, sy 
gaan nou weg, vergesel en sorg vir haar." 

(1) Probleem. Kinders uit hierdie huwelik kan nie vrye 
mediese behandeling ontvang nie. 

(2) Aanbeveling. Die kapelaan moet die paartjie 
aanraai om wettig te trou. 

b. Veelwywery. Sommige swart soldate het meer as een vrou. 

(i) Probleem. Net kinders van die wettige vrou sal vrye 
mediese behandeling ontvang. 

(ii) Aanbeveling. Die lid moet betyds gese word van hierdie 
probleem. Hy moet gehelp word om reelings te tref vir die 
ander kinders. 

c. Wettige huwelike. Hierdie paartjie het 'n huweliksertifikaat. 

18. Tradisionele dokter (isangoma inyanga). 
tradisionele dokters. 

Daar is drie soorte van 

a. Waarseer (isangoma). Hierdie "dokter" sien in die toekoms. 
Baie mense gaan na horn toe met hulle probleme. Hy kan se wie 
jou getoor het. 

b. Kruiedokter inyanga). Hy gebruik kruie om mense te genees. 

c. Towenaar umthakathi. Hy gebruik bose magte om mense kwaad 
aan te doen. 

( i) Probleem. Die soldaat wat probleme het gaan na die 
tradisionele dokter. Somtyds gaan hy na horn toe om 
versterk te word. Die swart soldaat leef in vrees. Daarom 
gaan hy na die "dokter" vir beskerming. 

(ii) Aanbeveling. Die kapelaan moet die waarhede van die 
Bybel verkondig. Die Bybel is teen die tradisionele 
dokters want hulle het kontak met voorvadergeeste. Indien 
die soldaat toegelaat word om sy "dokter" te besoek, sal hy 
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deeglike bewys moet lewer <lat hy wel by hierdie "dok-ter" 
was en nie slegs by die huis nie. 

19. Bergskool. Die Zoeloe het nie hierdie gebruik nie, maar Xhosas en 
Swazi's wel. Die skool gee status. Elkeen wat die skool bygewoon het, 
is 'n man (indoda). 

a. Probleem. Die opleiding duur ten minste drie maande. 

b. Aanbeveling. By die inname moet daar gese word dat daar nie 
verlof toegestaan word vir die bergskool nie. Net diegene wat 
reeds die bergskool bygewoon het kan indiensgeneem word. 

20. Beskerming van babas teen kwaadwilliges. By hierdie geleentheid 
word die volgende gedoen: 

a. Die kind word aan die voorvaders gewy. Die volgende woorde 
word aan die voorvadergeeste ( amadlozi) herhaal: "Hier is julle 
kind, kyk na horn." 

b. 'n Bok word geslag. 

c. Gal word op die baba se voete en kop gedrup. 

d. 'n Velletjie word om die kleintjie se arm gesit. 

(i) Probleem. Die pa moet hierdie fees so gou as moontlik 
reel want die lewe van sy kind is in gevaar. 

(i) Aanbeveling. Gee die lid verlof vir die naweek. 

21. Dra van vreemde voorwerpe. Hierdie voorwerpe is gelukbringers of 
beskermers. Die volgende is die mees bekende: 

a. Wol toutjie 

b. Rubbering 

c. Bokvelletjie 

d. Slangvel 

e. Galblaas 

(i) Probleem. Die dragregulasies is teen die dra van hierdie 
voorwerpe. 
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(ii) Aanbeveling. Die dragregulasies moet aan die lid 
verduidelik word. 

SLOTSOM 

22. Die gewoontes en gebruike van die swart soldaat is nie in die huidige 
SA WPK vervat nie. 

AANBEVELINGS 

23. Daar word aanbeveel <lat: 

a. Die swart soldaat verlof moet neem om die volgende 
aangeleenthede by te woon indien dit sy bloedfamilie raalc 

( i) begrafnis 

(ii) rou afhaal 

(iii) onthulling van die grafsteen 

(iv) bruilof 

( v) die ontvangs van die baba 

(vi) die tradisionele dokter se ondersoek. 

b. By die inname moet vir die rekrute gese word <lat daar geen 
verlof toegestaan sal word vir persone wat die bergskool wil 
bywoonnie. 

c. Die bovermelde moet in die SA WO opgeneem word sodat die 
gewoontes en gebruike van die swart soldaat in die SANW 
geakkommodeer word. 
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AANHANGSEL C-2 
TOT HOOFSTUK 2 

PASTORALE BEGELEIDING RONDOM KERNAANGELEENTHEDE 

Die Kapelaan word voortdurend gekonfronteer met eties-kulturele en 
geloofsaspekte. 

Daar is egter van hierdie situasies wat meer na vore tree en leiding behoef. In 
ons bespreking lig ons enkele van die meer saakmakende aangeleenthede, wat 
onder bespreking moet kom: 

Huwelik 

Die huwelik van die swartman het baie variante: 

(1) Daar is 'n wettige huwelik (lenyalo la molao ). 'n Huweliksbevestiger 
volstrek hierdie huwelik. 

(2) Daar is ook veelwywery (sethepu). Daar word geen huweliksertifikaat 
uitgereik vir vroue wat na die eerste een bygevat word nie, net die eerste 
vrou het die huweliksertifikaat. 

(3) Die derde huwelik is tradisioneel. Daar word geen huweliksertifikaat 
uitgereik nie. Party mense noem hierdie huwelik 'lobola huwelik': 

(a) Kinders uit hierdie huwelik kan nie op vrye medies aanspraak 
maaknie. 

(b) As die lid sterf sukkel die kinders wat uit ~n tradisionele huwelik 
gebore is om dit te kry wat hulle toekom. 

(4) Vir die swart soldaat is al die bogenoemde huwelike 'wettig'. Daarom 
sal hy veg om al sy kinders by die eenheid te laat registreer. Hy beskou 
al sy vroue as sy 'wettige' afhanklikes. 

Die kapelaan moet die huwelik volgens die Bybel verduidelik. Hy moet 'n 
reeks van lesings oor die huwelik aanbied. Die kapelaan moet die lede, wat 
hierdie probleem in die gesig staar, se huwelike voltrek. 

MISTIESE OORSAKE VAN SIEKTE, L YDING EN BESERINGS 

Die Afrika-mens erken dat sekere siekte 'n natuurlike oorsaak het. Maar daar 
is ook siektes wat 'n onpersoonlike, mistiese oorsaak het - die noodlot wat 'n 
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mens tref. Dit is 'n bonatuurlike, vae, gestaltelose krag wat ten goede en ten 
kwadewerk. 

Daar is twee kragte wat 'n mens in die lewe vergesel. Dit is goed (botse), en 
kwaad (bode), geluk en ongeluk. Hierdie positiewe en negatiewe magte tree 
teen mekaar op. Die mens is van voor sy geboorte af tot na die dood direk in 
hierdie stryd betrokke. 

Magie 

In ons bediening het hierdie konsep homself dikwels op die voorgrond 
gepresenteer. Daar is 'n onderskeid tussen towenaars en toordokters. Die 
towenaars (baloi) se werk is om siekte en ongeluk te veroorsaak. Iemand wat 
jaloers is op 'n antler se sukses, kan stappe neem om horn deur siekte of 
ongeluk te sluit. Hiervoor raadpleeg hy 'n towenaar wat dan medisyne gee om 
'n motorongeluk, 'n ongeluk by die werk, verlies of siekte te bewerkstellig. 

Begrafnisse 

Volgens tradisie moet die lid al die begrafnisse bywoon. As hy dit nie doen 
nie, sal hy baie probleme in die lewe teekom. Sy werkgewers sal met horn 
raas. Sy kinders sal siek word. Hierdie kwaad word deur onreinheid na horn 
toe getrek 

Die implikasie vir die kapelaan is dat die lid omeinheid wil vermy, derhalwe 
wil hy alle begrafuisse bywoon. Die kapelaan moet met die Woord bewys dat 
daar nie so-iets as omeinheid is wat deur die dood veroorsaak word nie. 

Pastorale Riglyne 

Aan die hand van 'n studiestuk wat voorberei is deur die 
Kapelaansdienslektuurkommissie Afrika-tale, gee ons graag 'n paar pastorale 
riglyne deur wat met groot vrug deur die kapelaan aangewend word in sy 
bediening aan 'n groot groep van wye diversiteit, veral met die toetrede van 
gerepatrieerde magte. 

(1) Christus het alle krag. Die kennis dat alle krag in die hemel en op aarde 
in Christus gesetel is, behoort 'n belangrike deel van die pastoraat uit te 
maak. 

God se mag bo die van die magies soos towenaars en toordokters, kan uit die 
volgende tekste geillustreer word: 
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(a) Gen. 41:8,16: Die farao se waarseers kan nie sy droom verklaar 
nie. Dan doen Josef en se: "Nie ek nie! God gee die goeie 
antwoord vir u." 

(b) Dan 2 en 5: Die towenaars, voorspellers, goelaars en sterrekykers 
kan nie koning Nebukadneser se droom uitle nie. Koning 
Belsasar se raadgewers kan nie die skrif aan die muur by die 
koning se ete lees nie. Maar God openbaar dit aan Daniel. Al die 
mag en wysheid behoort aan Hom. 

(c) Hand. 8:4-25: Petrus bestraf Simon die towenaar (na hy gelowig 
geword het) omdat sy gesindheid teenoor God verkeerd is. 

(d) Hand. 13:4-12: By monde van Paulus straf God Elimas die 
towenaar wat wou verhoed dat die goeweneur in Jesus glo. Hy 
word blind. 

(e) Hand. 19:11-20: Party Jode misbruik die Naam van die Here 
Jesus om hose geeste te besweer. Een van die hose geeste se hy 
ken Jesus en Paulus, maar die mense nie. Die man met die hose 
gees oorweldig hulle. Gevolglik bely baie towenaars hulle dade 
en verbrand hulle toorboeke. "So het die W oord van die Here sy 
krag getoon en al hoe verder versprei." 

(f) Vergelyk Ef. 6:12 en Kol. 1 :13. 

(g) Eks. 20:1-3: Die eerste gebod verbied alle afgodery, towery, 
waarseery, bygeloof en die aanroeping van die heiliges en ander 
skepsele. Daarteenoor moet ons die ware God reg ken, liethe en 
dien. (Heidelbergse Kategismus, Sondag, 34, vraag en antwoord 
94). 

Christus is die Here; ook oor die magie en die voorvaders, en oor siekte, 
lyding, besering en genesing. 

Die Almagtige God kan 'n lydingsituasie deur 'n wonder verander om sy 
werke sigbaar te maak. Die swartmense weet dat Modimo mense gesond kan 
maak. 

Ons moet egter daarteen waak om te veel klem op genesing te laat val en so 
die pastoraat te verskraal. Die pastoraat kyk na die totale mens en gee 
lewenshulp, geloofshulp en oorwinningsorg. Dit is ook die taak van die 
pastoraat om die sin van lyding uit te wys. 
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Lyding dra 'n teken karakter. Dit is 'n teken van die gebrokenheid van die 
lewe as gevolg van die sonde. Dit is tekenend van God se troon en oordeel en 
van sy mag. Dit is ook 'n teken van die lyding van Christus. Vergelyk 2 
Kor.4:10,11. 

God kan in sy almal ons lyding sinvol maak. God het 'n plan met ons lewe en 
met ons lyding. Lyding kan ons leer om blymoedig te volhard en terugslae te 
aanvaar (Jak.1 ). Dit was vir Paulus dat God se werke in sy lyding geopenbaar 
is. God het horn krag gegee om dit te verduur en te oorwin. Deur sy Gees gee 
God mense krag om hul leed te dra. Die Christen se grootste troos is dat ons 
Here Jesus Christus die dood oorwin het. Daarom kan ons hoop en 
reikhalsend verlang na ewige verlossing. 

Die kapelaan moet elke sieke help om die sin van sy individuele 
omstandighede te vind. W aar langtermynsiekes op volkome herstel kan en 
moet bly hoop, moet chroniese siekes leer om 'n roeping onder moeilike 
omstandighede te vervul. 

Hier neem die geloofsgeneesheer weens sy bantering van simbole 'n 
magsposisie in. Dit maak horn los van die historiese Christus en gee aan horn 
Messiaanse waarde. Sy volgelinge word sy knegte. Die kapelaan van die 
Christelike kerk moet altyd die sieke na Christus toe lei - Hy alleen het die 
mag om die sieke te genees as dit sy wil is. 

(2) God is by die sieke teenwoordig. Dit moet beklemtoon dat sieke nie 
noodwendig 'n teken dat God Hom van die sieke distansieer nie - God 
is in Christus deur sy Gees by die sieke teenwoordig. 

Christus se teenwoordigheid is baie belangrik, want dit is met die 
ontmoeting en die gemeenskap met lewende Christus wat nuwe 
lewensin aan die ernstige sieke gee. Die kapelaan se Skriflesing, Gebed 
en gesprek moet die siek soldaat by Christus uitbring. 

Om sin te soek in iets, is leeg en bedrieglik. 'n Verkeerde Godsbegrip 
kan'n geloofskrisis in 'n gesinskrisis meebring. As die sieke God meer 
sien as 'n wetmatigheid as 'n persoon, word sy geloof aan flarde geruk 
deur 'n krisis soos droogte, siekte, besering of ongeluk wat die reelmaat 
versteur. 

Volkome sinsvervulling is alleen in God moontlik. Dit is die blydskap 
van Fillipense 4. Dit is 'n sin en vreugde wat nie in iets gelee is nie, 
maar in Iemand, n1. in die verhouding met Jesus Christus. 
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Die kapelaan moet ook besef <lat hy die gemeenskap van die geloof 
verteenwoordig. In werklikheid verteenwoordig hy die geloof in God 
self. Hy moet 'n simbool wees. Hy moet uitwys na iets anders. Die 
leraar is die beelddraer, die gestuurde van God. Die swart sieke sien in 
die besoek en gebed van die leraar, evangelis of lidmaat dat God self 
omgee. 

Die kapelaan moet sy hoe aansien as man van God ter wille van die 
evangelieboodskap benut. Hy moet Christus vooropstel. Hy moet waak 
dat hy nie as magiese figuur sal optree nie. Hy moet kontak met die 
sieke behou, of hy nou tuis of in die hospitaal verpleeg word. Hy moet 
ook insiatief neem om te gaan waar die sieke of lyding is. 'n Dokter of 
psigiater kan nie inisiatief neem nie, want hy werk professioneel en wag 
vir sy kliente. Die dokterpriesters en die profete van die sektekerke 
neem ywerig insiatief Die kapelaan moet 'n uitstekende verhouding 
met sy mens handhaaf, voor, tydens en die siekte. Hy moet verder sy 
lidmate oplei om die siekes te ondersteum en te versorg. Die 
gemeentemoeders kan 'n belangrike rol by siekesorg speel. 

Die doel van die siekepastoraat moet wees: 

(a) om die sieke te help om terug te keer tot 'n egte geloof en om 
ongeloof uit te suiwer, 

(b) om die sieke te help om siekte innerlik te verwerk sodat sy geloof 
verdiep kan word, 

( c) om die leed en moeite wat die siekte meebring, te leer dra, 

( d) om God se teenwoordigheid as 'n werklikheid te aanvaar. 

Om dit te bereik moet die kapelaan betrokke wees en medelye bet 
(Matt.9:35-38). Hy moet goed luister en die sieke kans gee om te praat 
en sy behoeftes en bekommemis te uiter (katarsis). Met die oog hierop 
kan leed en pyn versag word. Die kapelaan moet ook besef dat hy niks 
in sy siekepastoraat sal bereik as hy dit nie met die krag van die Heilige 
Gees doen nie. In die bediening van die profete van die sektekerke 
neem die Heilige Gees 'n besondere plek in, hoewel daar dikwels 'n 
wanbegrip oor die werk van die Heilige Gees by hulle is. Daar is 
dikwels weinig onderskeid tussen die Heilige Gees en die 
voorvadergeeste. 
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(3) Die Realiteit van Magie en Voorvaders. Die kapelaan moet nie die 
realiteit van die magie en die voorvaders ontken nie. Vir die swartman 
is dit waarheid. Hy moet hierdie saak vanuit die groter en duidelike 
waarhede van die Skrif belig. 

Supematuralistiese kragte is 'n wesenlike probleem vir alle swartmense. 
Hulle vrees die onbekende dinge wat onverklaarbaar is. Geloof in 
magie sal nooit verdwyn nie. 

Die Sioniste- en Apostelkerke teer op hierdie verskynsel. Die 
geloofsgenesers is simbool van magiese krag. Hoewel hulle selfbeweer 
dat dit God se krag in hulle werk is wat genees, reken hulle volgelinge 
dat die krag van die geloofgeneser self kom weens sy besondere 
charisma. Baie leiers wil ek die plek van Christus inneem nie, maar 
hulle wil, SOOS Daneel se, "soos 'n ikon die ware beeld van Jesus 
Christus in die wereld van hulle mense weerspieel." 

T eenoor die medisyne van die toordokters gebruik die profete van die 
Sioniste en Apostels hoofsaaklik simbole wat God se genesende krag 
verteenwoordig. Die genesende simbole van die profeet, soos sy hande 
en staf, wat as heilig beskou word, is die ware mag van God. Die ou 
magiese krag word so met 'n nuwe vervang. 

Christene ·moet waak om nie suggestief te reageer of om na te boots nie. 
Suggestie en nabootsing word dikwels as die werk van die Heilige Gees 
beskou. 

Dit moet duidelik verkondig word dat daar nie iets soos 'n Christelike 
vorm van magie bestaan nie. Die vrou wat Jesus se kleed aangeraak 
het, is deur geloof genees (Markus 5:25-34). Die kan nie as magie 
beskou word nie. Die modeme psigiatrie moet ook waak om nie 
onchristelike praktyke in die swart kultuur te erken nie. 

( 4) Sterwingsbegeleiding. Die doodsbeskouing is oor die algemeen by al 
die swart etniese groepe dieselfde. As iemand doodgaan, slag die 
familie die beste bees. Die beesvel dien nog as simbool van die 
'wegstuur' van die dooie na die voorvaders toe. Die kerk en die 
modeme wereld is egter besig om die swartman se beskouing oor die 
dood heeltemal te verander. Hulle koop modeme kiste en hou 
kerkdienste. 

Tradisioneel is swartmense nie bang vir die dood nie. V roeer het hulle 
verswaktes van hoe kranse afgestoot of beeste oor hulle gejaag. 
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Swartes wat ter dood veroordeel is, is eweveel of minder bang vir die 
dood as witmense of kleurlinge. Hulle glo gaan by die voorvaders 
belangrik wees. 

Dit is egter noodsaaldik om bystand te verleen aan alle Christene. Die 
verskillende fases waardeur terminale siekes gaan, kom by alle rasse 
voor. Dit is: ontkenning, woede, onderhandeling, depressie en 
aanvaarding. Party bereik nooit die laaste fase van aanvaarding nie. 
Die familie van die sieke beleef ook die verskillende fases. 

Swartmense stel baie belang in preke en literatuur oor die hiemamaals. 
Hulle sien die dood nie as straf op die sonde nie, maar mens dat 
kwaadwilliges dit veroorsaak het. Die dood van kinders en jongmense 
is vir hulle onaanvaarbaar. 

Sterwe raak vier vlakke van die menslike bestaan: liggaamlik, sosiaal, 
psigiatries (die belewenisfase) en geestelik. Die kapelaan moet hiervan 
bewus wees en hulp verleen. 

Liggaamlik verloor die sterwende baie vog. Die kapelaan kan sy lippe 
natmaak. 

'n Mens kan die sterwende sosiaal bystaan deur teenwoordig te wees. 
Moet horn nie alleen laat nie. Sy familie moet naby horn wees. Sy 
kapelaan en gemeente moet horn besoek. 

Psigologies beleef die sterwende angs. Dit beinvloed sy egosterkte. 

Geestelik kan die kapelaan die sterwende bystaan deur Skrifgedeeltes 
van troos en bemoediging voor te lees. Verseker horn van Christus se 
teenwoordigheid. Christus het die dood oorwin. Dit bly altyd 'n troos 
vir swart Christene om te weet dat Satan aan die kruis oorwin is. 

Sterwendbegeleiding moet deur liefde, aanbidding, versoening en 
Gebed gekenmerk word. 

Die kapelaan kan menslik en fisies nie die hele vrag dra nie. Die 
Christengemeente moet die heidense koinonia vervang. Gelowiges in 
die hospitaal moet sterwendes bystaan en so met hulle woorde en dade 
van Christus getuig. Geloofshulp en lewenshulp beteken dat die kerk 
met sy boodskap en sorg versoening en troos bring. 
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RITUALS CONNECTED WITH THE DEAD 

AANHANGSEL C-3 
TOT HOOFSTUK 2 

Rituals are all customary and as such, are carried from generation to 
generation. They are seldom, if ever, questioned. 

The cow of accompaniment (Inkomo yokukhapha) 

Literally the Xhosa word ukukhapha means to accompany to a distance, to 
guide so as to direct you some distance on the way. Figuratively however, it 
means to bring to bring one over the border, that is, death. 

Usually, a ritual beast is slaughtered on the morning of the day of the funeral 
by some young men, while the others dig the grave. This meat is usually 
supplement by stamped meals and light cultural beer, all of which are 
consumed after the burial. After the funeral, all depart except the close 
kinship group who usually remain with the bereaved for several days. 

The washing of spades (Ukhlanjwa kwemiblakulo) 

Even today a pagan widow does not wear a black garment as a sign of 
mourning as her Christian counterparts do. She wears the normal long dress 
without decorations. Her head covering must almost cover the eyes for the 
entire mourning period, which is from six months to a year. She has to 
observe strict taboos. Under no circumstances what so ever must she be 
involved in love affairs. Her movements are curtailed and she must avoid 
about unnecessarily. 

At the end of the period a ceremony is held. A goat is usually slaughtered and 
beer brewed. Her mourning attire is burnt and her maiden family provides her 
with a new attire. In the past of course, this would not be a problem with such 
groups as Mpondo, Bhac~ Hlufi, Mpondemise, Xebise and Ntlangxini as the 
course of levirate prescribed, that a younger brother of her husband would 
have to raise fees for his deceased brother. 

Bring home the spirit of the deceased (Ukubuyisa) 

This is a festival made in remembrance of the deceased. It is normally a big 
festivity consisting of a lot of food especially meat, with stamped mealies, 
depending on the hospitality of the host. Everybody at this celebration shows 
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signs of happiness. It is not a family affair, but a social matter. The deceased 
id formally aggregated into the group of the ancestors, and it is a ceremony 
that is observed two years or more after the death. There is no stipulated time 
for it. It is not observed for women and children. For this occasion a big 
(possibly the biggest) ox is killed and sometimes one or more goats. During 
ukubuyisa, there should be much singing of especially favourite songs and 
praises of the deceased. The meat is not given to people to take away for fear 
of taking away the spirit. The meat of the ukubuvisa feast has to be cooked in 
the cattle byre by men. By the ukubuvisa the deceased is finally incorporated 
into the group of the ancestors for the last time. 

Being buried in one's own cattle byre is significant. Is it perhaps to enable 
one to hear your cattle, as cattle are such a remarkable feature in Southern 
Ngune culture? In fact the Southern Ngune attaches economic, social and 
ritual significance to cattle and values them very highly. Only men are 
supposed to take care of cattle. This practice is so deeply rooted that when the 
plough was introduced by the early missionaries, men took over ploughing as 
women would not work with cattle and the plough could only be drawn by 
cattle. Cattle supply milk, which forms wealth, and status depends on the 
number of cattle possessed. Cattle have ritual value. They effect an important 
means of communication with the ancestor's spirits. Cattle are used as 
brideworth (lobola). A man's political influence depends upon the size of his 
herd. 

Women recently married into a homestead do not enter the cattle byre. 

XHOSA CULTURE AND MILITARY FAMILIES IN TRANSKEI 

INTRODUCTION 

According to all the books reviewed and people consulted in preparation of 
this paper. Xhosa culture could be easily understood by at it from the 
perspective of cultural rites of passage which accompany Xhosa culture. 
There are two types of rites of passage involved in Xhosa and these are as 
follows: 

a. Primary rites of passage and 

b. Secondary rites of passage. 
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PRIMARY RITES OF PASSAGE 

There are four primary rites of passage in Xhosa. These rites of passage are 
culturally prescribed rites and they occur the same way in each and every 
individual in Xhosa communities. These primary rites of passage are a:s 
follows: 

a. Puberty. 

b. Marriage. 

c. Death. 

BIRTH 

Culturally prescribed rites of passage which goes hand in hand with birth are 
as follows: 

a. Ukufukama/a period after giving birth. 

1. During this rite it is customarily prescribed for the mother 
of the newly born child and her child should stay in a room 
for ± 7 days before the mother could go out. 

11. No male even the husband or the father of the child is 
allowed to enter that room. The only people allowed to 
enter this room are the elderly women in the family. 

b. Imbeleko/ukubingelela/welcoming of the newly born child to 
his/her family. 

1. During this ritual a cow or a goat is slaughtered. 

11. Xhosa beer and meat are served. 

111. After this festivity it is assumed that the newly born child 
is accepted by the family's ancestors and he or she is now 
integrated into the family. 
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PUBERTY 

Puberty is a human developmental stage which occurs between the ages of 13 
years and 21 years or more in certain cases. One of the main culturally 
prescribed rites of passage in Xhosa culture is ukwaluka. 

a. Ukwaluka/circumcision 

1. Circumcision is prescribed for boys. 

11. Circumcision serves as a tradition form childhood to 
adulthood. 

111. During circumcision boys have stay in the bush and they 
are prepared for manhood and marriage. 

1v. After circumcision boys achieve manhood status. 

b. Expected behaviours after circumcision. The following 
behaviours are some of the culturally expected behaviours form 
the boys who have just achieved manhood status after 
c1rcumc1s10n: 

1. They should or must behave in a gentleman like manner 
and show respect to elder people. 

11. They must not call their elder by their first names. 

111. They start indulging in adult behaviours, such as 

(1) Seeking of jobs 

(2) Attending social gatherings and community forums. 

(3) Sex and marriage. 

( 4) Drinking of liquor and smoking. 

c. Intonjane. Intonjane is customary prescribed Xhosa rite for the 
preparation of girls for adulthood and marriage. These days take about 
a month. During this period the girl or girls in an isolated room with 
their counsellors who prepare then for adulthood, future and marriage. 
These counsellors are usually older women than the initiated girls. 
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MARRIAGE 

One of the oldest culturally prescribed rites amongst the Xhosa speaking 
people is lobola. 

Lobola/dowry 

Lobo la in the form of cattle or money must be paid to the bride's family 
before marriage could be arranged. Failure to pay lobola may or usually leads 
to the prospective couple not marrying because the bride's parents could not 
give consent for the marriage of their daughter without lobola being paid. 

When social workers are conducting marriage counselling among Xhosa 
people, it is important to take note of the above because failure by the 
prospective husband or fiance to pay lobola could the couples chances of 
marrying each other. 

TYPES OF FAMILIES FOUND IN TRANSKEI 

Types of families commonly found amongst Xhosa speaking peoples of 
Transkei are as follows: 

a. Nuclear or conjugal families. This is a type of family found 
mostly amongst westernized and educated Xhosa's. 

b. Extended families. In this type of a family is where you find 
people from both the wives and husbands staying with the 
married couple and its children. Usually the heads of the 
households in these families are the breadwinners who are 
responsible supporting and maintaining all these people. 

c. Families out of wedlock. This type of family usually comes up or 
emanates from cohabitation. Here the couple stays together 
without officially getting married and end up having children. 

COMMON CHARACTERISTICS OF THE ABOVE FAMILIES 

a. They are distributed in sparse I y populated rural areas around 
Transkei. 

b. The wives do not stay with their husbands near the husband's 
work places. That is, the wives are left in rural areas. 

c. These families are below the poverty line. 
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d. They are characterised by large number of children. 

e. These families depend upon the members (NDF) salaries for 
subsistence, education of children and clotlring. 

TYPES OF MARRIAGES COMMON IN TRANSKEI 

The following are the most common and culturally endorsed marriage types 
amongst the Xhosa peoples in Transkei. 

a. Civil marriages 

b. Polygamous marriages (Polygamy) 

c. Customary marriage 

d. "Co-habitation" 

It is always important for the social workers to take note of the above when 
dealing with social problems such as marital disputes, divorce, child neglect or 
adoption and so on. 
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AANHANGSEL C .. 4 
TOT HOOFSTUK 2 

THE KNOWLEDGE OF A TRADITIONAL HEALER (IGQIRA) AND 
UKUTHWASA 

INTRODUCTION 

The aim of this paper is not to justify the activities of traditional healers, nor is 
it to condemn the alleged extra ordinary powers often associated with 
traditional healing. Here is hoped to respond to a general call to furnish 
information which could be useful to physicians, social workers and other 
agents involved in improving the lot of the people especially in present day 
military families in Transkei. 

In earlier reports by travellers, reports and missionaries, traditional healers are 
referred to as witchdoctors a - term that is rejected today because it is a 
misnomer. It implies that these specialists treat and cure witches and yet that 
is not their duty. 

TRADITIONAL HEALING 

Traditional healing is divided into two main categories, namely: 

Herbalists. Traditionally, herbalists treat diseases. They do not 
diagnose illness. It is clear therefore that this art can be learnt. Very 
often it is also inherited. To this category may be solved the growing 
number of hormaeopaths and naturopaths. 

Diviners. Traditionally priest diviners diagnose and prescribe 
medicines. They also undertake to cure all kinds of diseases. Their 
medicines are even used in the social, economic and magical spheres of 
life. 

For the sake of expediency, I shall confme myself to one class of traditional 
healers, i.e. priest diviners. 

GENERAL 

The initivation of a priest diviner is a long process. It involves slight 
differences among the twelve Nguni (Xhosa) peoples of Transkei. (Bhaca, 
Bomvana, Gealeka, Hlubi, Mfengu, Mpondlo, Mpandomise, Nthangwini, 
Phutlu, Qwathi, Tembu and Xesibe). For some time or even years, the initiate 
is delicate, sensitive to all things that are held to ritually defile a person. 
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CALLING 

The actual entry into divination bristles \\Tith complexities. This has puzzles 
n1any scholars. It is still a ,mystery unsolved. 

Divination is largely based on traditional and customary prescriptions. Ma..11y 
investigations have noted that entry into divination is bound up with illness 
said to be caused by ancestral spirits. Otherwise, nobody consciously wishes 
to be a diviner. 

The a..llcestral spirits (shades), make their wishes ¥.nmvn some~mes through 
dreams. lndeed. Dreai-ns exert some scintillating interest with all people the 
world over. The Xhosa Njomi, are therefure no exception in this respect. 
They accept vision as a real manifestation. 

Should the individual concerned fall ill after such a v1s1on, a visit to a 
qualified diviner is arranged. The diviner may come to conclusion that such 
illness is not amenable to ordinary treatment by healers. His findings may be 
that ti'le patient is at ai1 early stage of the noviciate. Literally the term uku­
thuasa, means coming into view. In this respect however, the term 
(ukuthwasa) means that the individual is at an early stage of entry into 
divination. Only the most ex-perienced and renowued diviners are capable of 
curing ukuthwasa. 

The novitiates often begin to dream frequently, often about wild ferocious 
animals and serpents. Many novitiates often show signs of being possessed, 
allegedly by their ancestral shades. They are often found of snuff and easily 
shaken by convulsions. The shed tears and weep e11.1ravagai1tly. They may get 
up in the middle of the night and sing. Those around are expected to respond 
by clapping hand and beating a co\v-hide drum rhythmically. 

Novitiates in addition to dreaming often shiver and suffer from i.,qcontrutable 
hiccups. The suffering 1nay be resisted for years but eventually lbe patient has 
to succume. Others resist until they die. 

THE TRAINING OF A DIVL~E (IGQIRIR.i\.) 

The actual training of a diviner is a long process. It varies from region to 
region. A more common form is that the patient goes to the diviner's place 
where he undergoes his lengthy period of training in the mysteries of the 
profession. This includes instruction in the vari-0us medicinal pla..llts where 
they are found. 
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Throughout the period of training the novitiate is regarded as sick. He has to 
observe many food taboos. In Mbondoland, Emboland and Umzimkhulu, the 
foods often avoided by an initiate include, sour milk, spinach, beans, sweet 
patatoes and sugar cane. Many often avoid state food. There are those whose 
floors must not be swept nor ashes, removed form the hearth during the entire 
period of initiation. 

Throughout the period of apprenticeship, a series of sacrifices and offerings is 
made to ancestors, undoubtedly for blessings. The biggest is the final feast 
called Umgidi which sets the diviner in his profession. 

CLASSES OF DIVINERS 

Ordinary diviners (Ama Xukagana) 

Extractors ( aqubulayo) 

Revealers ( ambulubayo) 

Ventriloquists ( awecubozi) or whustlers 

Appeal diviners ( awomhlahlo) 

Omniscient diviners (izamise) 

Special classes of diviners 

War diviners (Ama-tola) 

Rain makers ( awemvula) 

Bone diviners ( awamathambo) 

Mirror diviners ( awezipili) 

CONCLUSIONS 

To what degree the diviners pharmaceutical knowledge extends is his own 
secret. He guards his esoteric knowledge from the inquisitive even at a price. 

The persistence of belief in traditional healing can be attributed largely to its 
role playing part in tribal life which none of the new influences has so far been 
able to dill satisfactorily. For example for the average tribesman, modem 
medical services are too remote from the realities of traditional domestic life 
to prove an acceptable substitute. 
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Social scientists and knowledgeable observers agree that traditional healtng is 
likely to remain for some time yet but eventually, it will diminish thereby 
going the way of many customs regarded as sacrosanct. 

It is agreed that there is no clear cut approach which could be used in dealing 
with initiation into traditional healers. 

It has been discovered that there is no clear cut social work approach in 
dealing with people with Intvaso, more especially in a workplace. Due to the 
nature of intivaso and the long period of time one takes to go through it, the 
following recommendation could be made. It is recommended that: 

The member who are suffering from intivaso should be free on 
weekends so that they could be able to go to their diviners and attend all 
relevant rituals and ceremonies. 

The inember should apply for leave so that they can take care of their 
Ntuaso and; 

If in certain cases the member does not have leave days, he or she 
should apply for a leave without pay. 
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AANHANGSEL C-5 
TOT HOOFSTUK 2 

FUNERAL GUIDELINES IN RESPECT OF SOLDIERS IN THE 
SANDF BELONGING TO AFRICAN TRADITIONAL CULTURE 

PURPOSE 

1. To bring to the attention of the Chaplains and Officers Commanding 
some of the highly valued practices of the funeral procedures of African 
traditional culture. 

INTRODUCTION 

2. The integration process has brought within the SANDF, members of 
different cultures whose funeral practices should be respected and understood. 

DEATH 

3. Death is feared in the black communities. It is believed that the death 
of a person is always caused by someone or unhappy ancestors~ therefore 
death is feared in black communities. 

a. Death in the African worldview is understood as affecting not just 
the family, but the whole community at large. 

b. When someone from the rural areas dies the Chaplains and 
Officers Commanding do not go directly to the family but contact 
a senior family member, chief or priest and inform them about the 
death and its cause. 

c. The senior family member, chief or the priest may decide to 
convey the message alone or with the one who has brought the 
bad news. Abide by the prerogative. 

d. He will call the family members and neighbours and announce 
the bad news in a carefully planned way so as to minimise the 
shock. 

REACTION OF THE FAMILY 

4. The bad news may cause various reactions from the family: 

a. The family may cry or remain numb. 
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b. If they cry, they must not be stopped because this relaxes the 
shock, stress and tension. 

c. Once the emotions calm down, the chaplain should express the 
words of condolences and prayer. 

d. After this, the chaplain may ask permission to leave. 

TIME OF MOURNING 

5. In almost all the black tribes of South Africa, a period of mourning 
proceeds the day of the funeral and this should be understood and respected. 

a. The period of mourning ranges from one or two weeks. Please 
find out what the period would be. 

b. During this period, all family members are expected to take leave, 
including the soldier. 

c. The mother or wife of the deceased must sit on the mattress until 
the day of the funeral. 

d. The burning candles must be placed next to her. 

e. The soldier must get leave to go home and make preparations for 
the funeral. 

FUNERAL ARRANGEMENTS 

6. The funeral is costly in the black community: 

a. Groceries must be bought. 

b. Cattle are slaughtered to feed the mourners. 

c. Every evening the preachers conduct a prayer meeting at the 
home of the deceased. 

d. An offering after every evening prayer meeting called 
UNONCEBA is made to support the bereaved family. 

e. In other black communities this financial support is called, "the 
CANDLE". 
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PAINTING OF HOUSES 

7. The house of the bereaved is painted to show that death has struck. 

a. The Xhosas and Zulus empty the house before they paint it, using 
black or red paint on the outside. 

b. The Tswanas smear the windows with white or grey paint. 

THE NIGHT VIGIL 

8. The night vigil plays a vital role in comforting the bereaved family. 

a. The body arrives at home towards sunset. 

b. The body must under no circumstances be ferried home at noon. 

c. After the arrival of the body the "IZILA" or "MOGOBA" beast is 
slaughtered. 

d. The night vigil is conducted the whole night. 

e. The modem black person has another approach to the night vigil: 

I. The body arrives at sunrise. 

11. The preacher receives the body with a prayer. 

ui. The body is then taken to the centre of the home called 
"INKUNDLA". 

1v. The coffin is opened so that the family and relatives can 
view the deceased for the last time. 

THE FUNERAL SERVICES 

9. The funeral service is always very longs: 

a. Various speakers tell the mourners what they know about the 
deceased 

b. The messages written on wreaths are read. 

c. At the end the Minister or Chaplain preaches. The procession 
leaves for the grave. Cremation is virtually an unknown form of 
disposal of the body. 
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d. At the graveyard the minister of Chaplain performs the ritual 
according to the practices of his church. 

e. The family is given chance to perform their rituals. 

f. The wreaths are either placed on top of the grave or buried with 
the body. 

g. At the conclusion of the service the head of the family thanks 
everyone present. 

WASHING OF HANDS 

10. After all rituals are performed at the graveside, the mourners go to the 
home of the deceased. 

a. Everyone present washes his hands with water to get rid of bad 
luck. 

b. Sometimes the water is mixed with herbs or aloe. 

THE MEAL 

a. It is expected that all who attend will partake of the 1neal to be 
served at the family home. 

b. The meal is served to everyone present irrespective of status. 

c. Everyone MUST eat the food served to him. If he refuses to eat, 
that will be an insult to the bereaved and they will not forgive 
him. 

d. The rural community do not prepare this Ineal in a 11orn1ally 
accepted way. The meal is without salt or spices. It is 
deliberately tasteless to show that they mourn. 

e. Sometimes there are no spoons, forks and knives to use. One eats 
with the hand. 

RECOMMENDATIONS 

11. It is proposed that the following procedures be adopted in the 
ceremonial relating to funerals where military personnel are involved. 
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a. All participants are briefed on traditional practices and 
procedures. 

b. All participants must attend the post funeral proceedings. 

c. Those participating in a funeral which is conducted according to 
traditional rites should do so in a voluntary capacity. 

GUIDELINES FOR HINDU FUNERALS 

SITUATION 

1. People belonging to the Hindu faith are mostly concentrated in the 
Durban area. However, there are units that have a few Hindu members. 
Current policy and military practices wrt funerals are focused on members 
with a Christian background. 

AIM 

2. To provide Christian Chaplains with a basic understanding of what to 
do in the event of a Hindu member passing away. 

CONSIDERATIONS 

3. Hinduism is a religion which focused its ceremonies on family life and 
worshipping in the family context. It is therefore imperative to realise that 
arrangements and requirements for funerals will differ from family to family. 

4. Commonalities with most Hindu families are the following: 

a. They prefer to have the service at home or in a hall, not in a 
temple. 

b. In the event of Christians being present in the family the request 
is sometimes made that there must be a Christians service as well 
as a Hindu service. 

c. They want the military present, but still want to determine the 
character of the funeral. 

SUGGESTION 

5. Chaplains should consult with the family as how they want to handle 
the funeral. The following guidelines might help to give some structure to 
what can be suggested to the family: 
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a. Find out where the service will take place - offer to assist with 
logistics like tents, chairs, etc. 

b. It a Christian service is required explain that the Hindu and 
Christian service cannot be mixed, rather set a time when the 
Christian service will commence, leaving ample time after the 
service for the Hindu priest to do his service. 

c. Please note that a short ceremony takes place on arrival at the 
cemetery away from the grave, or at the crematorium. 

d. Explain that the family must provide pallbearers to move the 
body at home and that the military will proceed at the 
crematorium or cemetery with a military procession. 

e. At the arrival at the crematorium or cemetery the military 
procession can slowmarch the body to the altar of designated area 
where the Hindu ceremony will take place before the body is 
taken to the grave or crematorium entrance. 

f. The folding of the flag, saluting, Last Post, Reveille, etc thus 
takes place before the Hindu ceremony commences. Military 
personnel can fall out and remain in the background until after 
the ceremony is completed. It is not expected of non-Hindu 
members to partake in any ceremonies after the body was placed 
at the designated area. 

g. The family usually invites the senior person present to say 
something about the deceased at the crematorium or the gravesite. 

CONCLUSION 

6. Consultation with the family will determine the involvement of the 
military. As the person responsible for the spiritual needs of members the 
chaplain must ensure that the needs of the Hindu family are addressed as far ac; 
possible. 

DEATH PROCEDURES MUSLIMS 

INTRODUCTION 

1. Chaplains have to frequently convey death notices to next of kin. In 
cases where Christian's chaplains ministers alon~ in units the notices might 
have to be conveyed to the family of a deceased Muslims. It is extremely 
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important that this be done with sensitivity and with a right attitude. For this 
reasons certain procedures and customs must be observed. 

COMMUNICATING NOTICES TO NEXT OF KIN 

2. On the death of a Muslim serving member cognizance nmst be taken of 
the fact that Muslims must be buried as soon as possible after death. It is 
important therefore to ensure that: 

a. Next of kin are informed immediately. 

b. All personnel administration procedures are promptly carried out 

c. The death certificate is promptly made available unless a post 
mortem is to be held. 

3. It is advisable to contact an Imam and to request him to inform the 
family. Should this not be possible, a serving Muslim member may be 
requested to do so. In both instances the person should be accompanied. 
by the Officer Commanding or his representative. Should neither an 
Imam or a serving Muslim be available, a chaplain may convey the 
message. He should however, avoid offering prayers or other spiritual 
ministrations. 

FUNERAL SERVICE 

4. Military funerals are not traditionally regarded as Islamic. Colours on 
the coffm/bier, buglers, military pall-bearers and guards of honour are 
consequently, not required. The attendance of Muslim and non-Muslim 
n1e1nbers of the unit is appreciated by the family and they may attend the 
funeral proceedings in uniform. 

5. The funeral proceedings may be divided into three stages - home, 
mosque and graveyard. 

a. Home. The body is conveyed to the home where it is washed and 
shrouded by relatives and friends according to Islamic custom. 
Members of the unit, male or female may pay a condolence visit 
to the family prior to the corpse (may-yit) being taken to the 
mosque. The following should be observed when making the 
visit. 

1. The house should not be entered in a jovial mood, and 
flamboyant dress or behaviour must be avoided. 
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11. A few sympathetic words to the family is all that is called 
for. 

ui. The "greeting" of the corpse should be reserved for a few 
very close relatives. 

b. Mosque. From the house the corpse is carried to the mosque for 
the funeral prayers. Non-Muslims members should note the 
following if attending these prayers: 

i. Only men attend mosque. 

11. Shoes nmst be removed before entering. 

111. Do not join the rows of Muslims at prayer. Find a place 
alone to observe the proceedings. 

c. Graveyard Magbarah). After the mosque prayers, the corpse is 
carried to the graveyard for interment. Non-Muslim members 
should observe the following: 

1. Only men attend the burial. 

n. Shoes need not be removed on entering the graveyard. 

111. Unnecessary talking should be avoided. 

iv. Urinating, eating and smoking in the graveyard are 
prohibited. 

CONCLUSION 

6. Muslims believe in life ai~er death and that death is the moment ti1 
which they rneel their Creator who is eternal. At the san1e time, they 
acknowledge that death quite naturally causes sorrow. Any help therefore, to a 
bereaved person of family is much appreciated. For this reason it is important 
to ensure that unnecessary problems, which will add a further burden to grief, 
are avoided. Such problems might include slow or bad administration, 
insensitivity or anything that might indicate a lack of support to the family. 
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REPORT ON RACIAL ISSUES AT X 

AIM OF THE INVESTIGATION 

AANHANGSEL D-1 
TOT HOOFSTUK 2 

1. The aim of this investigation is not to identify people with racialist 
behaviour but rather to focus on solution to existing problems and 
thereby ensure good work relations and a satisfied workforce. 

SOURCES ON INFORMATION 

2. A summary investigation was convened by the X to establish the 
occurrence of racial discrimination. To carry out an investigation of this 
nature it is imperative to obtain the objective opinion of the people at ground 
level, being the lower rank group. To obtain an objective result, five (5) 
persons per race group, (including civilians and uniform members), were 
taken from 80% of the X, as part of the investigation. The opinions of the 
different race groups regarding racial issues, will be summarized as follows: 

a. Whites (Uniformed and civilians 
b. Blacks 
c. Coloured (Uniformed and civilians) 

WHITES 

3. Whites generally find it hard to cope with the transformation process 
that is taking place in the SANDF. They argue that blacks (Africans) are 
receiving preference in each situation. They are scared of Africans because 
the perception is that all the blacks have direct access to either the Minister of 
Defence, the Chief SANDF or some General in top management. 

4. The fact that blacks received ranks without being qualified or 
competent, stirs up hatred of a very high degree. Un qualified people are 
allocated to a mentor (in most cases white) and then the mentor can't cope 
with his or her own work because blacks have to be taught step by step and 
over and over again. It is expected that lower ranks (Corporal) must train 
senior appointment (W02 - Lieutenant Colonel). 
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5. Blacks are regarded as stupid and lazy because they are riding on 
white's backs. One person stated, "we've got no time for the blacks because 
they make as if they don't understand anything. They just want to sit, doing 
nothing but relying on the whites expertise and knowledge. They make use of 
terms like democratic rights and constitutional rights in every situation. They 
want to do things as they please and show total disregard for military culture 
and discipline. Management are reluctant to take firm action against any black 
perpetrators and offenders of the military code of conduct. 

6. Blacks hide behind Apartheid and language. They use language to hide 
incompetence and laziness. They are poorly trained and ill disciplined. 
Blacks are provocative in their manner. When differences arise between a 
white and black person, the outcome if that the white person is a racist. 

7. Whites were honest enough to admit that they were taught and educated 
from a very young age that they are superior of other races. Blacks and 
coloureds belong with the dog at the back of a bakkie and not in the cabin with 
the white driver. With this educational background it is hard to accept that 
they can only be superior in civilian life and no longer in a government work 
environment. It is very hard to make peace with the fact that they are sharing 
an office with somebody who is supposed to be on the back of the bakkie. 

8. The bush war in Angola and Namibia also plays a major role in the 
mutual hatred that exists between black and white. The previous SADF 
members were trained to kill the enemy. The enemy is perceived to be the 
blacks on the other side of the border. Whites stood together in destroying 
the enemy. Currently whites have to sleep in the same bed as their former 
enemies_ The previous political dispensation forced people to became what 
they didn't want to be, and did. 

9. On the question concerning the racial relationship with coloureds, the 
reply was that coloureds have progressed up to the level of the whites; 
therefore it is acceptable for the whites to work with them. Coloureds are 
regarded as more civilised than blacks. It is acceptable to greet and help a 
coloured but it is humiliating for a white person to do the same for a black 
person. 

10. A large amount of fear and concern exists for the presence of X, guard 
at Security Services, who was allegedly responsible for the bomb planting in 
the X a few years ago. They feel very unsaved and threatened by the 
member's presence. 
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BLACKS (AFRICANS) 

11. The blacks perceive the current situation as "us" and "them". Whites 
show a very hostile attitude towards them and they are always seen as the 
"wrongdoers". The general feeling is that whites do not want to work with 
blacks. Section heads will liste11 to white opinion oilly and black opinions will 
never be listened to. 

12. The general feeling is that white section heads are very prejudiced when 
it comes to any matter concerning blacks. Requests are more easily granted to 
whites than to blacks. When a white person requests leave for example, it will 
be granted to him, but when person has the same request, it will not be 
granted. 

13. Language is used as a weapon to let the blacks look stupid. Many 
blacks are not fluent in Afrikaans. Instructions are given in Afrikaans and it is 
expected that blacks ought to understand what was told to them, even though 
it was in a language that they are not familiar with. Whites refuse to speak 
English so that blacks can understand. 

14. Before any meeting takes place in the section, all the whites will know 
the information that was supposed to addressed in that meeting. Some 
information is kept away from blacks ears because it not necessary for blacks 
to know everything. 

15. It is felt that the mentors that were appointed to train the people (blacks) 
under them, so not train them properly. Only the basic functions, like filing, 
are taught to blacks. Blacks are not entrusted with task~ that require more 
responsibility. \Vhites believe that only whites can do certain tasks. Blacks 
are kept away from certain tasks and will therefore not be exposed. By being 
kept away from certain tasks and information it is believed that whites are 
conspiring to make the blacks must immediately understand the things that it 
took whites years to master. The mentors are very impatient and inconsiderate 
towards blacks. 

16. Whites do not show the necessary military saluting and compliments to 
black person that is his or her superior in rank. Whites tens to avoid blacks, 
which is evident in the different tearooms that exist in the different sections 
for the different races. 
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COLOUREDS 

17. "Racism is alive at X and it is committed very professionally so that no 
obvious evidence will exist." This a remark that was passed by a person at 
one of the log departments. Whites always want things to be in their favour. 
They are never wrong and various excuses will l be given to justify whatever 
they have done. They are the infallible race and the other races are the failures 
of life. This is the attitude that some whites have. 

18. The coloureds are of the opinion that whites are forced to work with 
them and that they are only pretending to be satisfied to work with coloureds. 
There is no senior person who cares about coloureds and nobody to protect 
them. 

19. When a coloured is involved in some difficulty with a white person, the 
situation will be discussed between the white superiors and a judgement will 
be made in favour of the white person. An example is X of security services 
who was involve with an incident with a white lady colleague. According to 
her she was judged according to the input her white colleague. 

20. Col'.nmittees in the unit are overwhelmingly white and therefore the 
concerns or needs of other races are not addressed on any meetings. 

21. Other races are not allowed in the WO Club swimming pool and the 
"lapha" area in only made available to whites. According to the coloureds the 
X refuse to do so after an incident where a party was held by an X. After the 
party the X called them the coloureds barbaric and dirty. According to the 
coloureds whites also make the place dirty but nothing will be done to them. 
senior whets use networks that were well established in the prev1mL~ 

dispensation. Things like transfers and promotion are quickly arranged for 
whites. 

22. Whites are protected and enjoy preferential treatment above other races. 
X contract workers were contracted at the WO Mess ago. Amongst them was 
a white person who enjoyed lots of advantages. The white person was 
allowed inside the mess. He was allowed to bake eggs, etc. The coloureds 
was only allowed till the door. He enjoyed several privileges. Whites may 
come late for work and no action will be taken against him, whereas other 
races will b~ reprimanded when they anive late for work. Special 
arrangements will be made to accommodate whites, eg. A white air load 
master who was put in a log post above a coloured person. 
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23. In a certain section of the log division, white refuse to do hard work. A 
quote of what one person said, "I don't want to do this X job.'' Nothing had 
been done to force the person to do his job. When hard labour needs do be 
done in a certain section, certain white people will take leave and it will be 
granted to him without determining what work needs to be done. 

24. Senior white supervisors are not concerned about other people's 
welfare, they are only interested in the job that needs to be done. 
Communication between the different race groups is poor. Relationships 
between supervisor and workers are very poor. The different section 
commanders do not communicate with the man on the ground. 

24. Whites will move up through the ranks much quicker than other races. 

26. \Vhites will receive recognition for good work performance by means 
certificates and medals. No coloured person has earned a Military Merit 
Medal yet, but on each parade MMM medals are handed to whites. 

27. There is only one coloured senior officer and a few warrant officers 
amongst may white equals. This implies that coloured opinion are never 
considered. 

FINDINGS 

28. The security section needs urgent attention because it became evident 
that the commander of the section is out of touch with the man on the ground. 
This section was identified al) a kev nroblem area in A . 

.I .. 

29. From the interviews held with the different racial groups, it is evident 
that racial problems exist at X. the seriousness of the problems are increased 
by the different historical backgrounds and the current political decisions that 
are made at higher level. The racial problem is however not unique to X 
because in many units of the SANDF the scenario is similar, it just escalates in 
senousness. 

30. Whites admit that they have a race problem because they were educated 
from childhood to see other races as minors and they, the whites, are superior 
to other races. The problem most of them are experiencing, is to accept that 
they are working in an environment where the government has decided that 
everybody will have an equal opportunity. 
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31. Supervisors are adding to the problem because they are influenced by 
their past education as well as the current situation. All the supervisors are 
white and it is obvious that they will have empathy with their fellow whites 
because they are all in the same boat. They will be more tolerant towards their 
own. 

32. From the discussions held, it became obvious that them are cases peopfo 
of colour are discriminated against and are treated unfairly by their 
supervisors. Two corporals, X and X were involved in two separate incidents. 
Their opinions were considered and they were not heard by seniors. Only the 
opinion of the white seniors were accepted. These cases were evaluated by 
independent law officers to prove whether their incidents were dealt with 
fairly or not. The opinion of whites were accepted. 

33. A big gap exists between whites and Africans. They actually hate one 
another. The fact that white mentors have to teach black inexperienced 
soldiers with higher ranks adds to the hatred. 

34. It is clear that poor communication and human relationships are 
flourishing in the unit. Supervisor's don't know the needs of the people on the 
ground. Top structure are not coming down to ground level. They just expect 
the work to be done but are not concerned with the man on the ground's 
welfare. 

35. The rank structure is a problem because coloureds feel threatened 
because they are mostly non commissioned officers and have no influence on 
higher level. 

RECOMMENDATIONS 

36. A definite racial problem exists at ground level and the OC must 
address the issues during hall meetings as well as OC conferences because it 
can escalate, resulting in more serious problems arising. 

3 7. Africans are regarded as ill disciplined and noisy. Present work 
sessions that are aimed at educating Africans on military and culture, SANDF 
policies (AWOL, leave, merit assessment, etc.) should be conducted. Work 
,sessions should be conducted by Africans or Coloureds as there is no trust in 
whites from Africans side. 
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38. Whites complain that Africans are ill disciplined but at the same time 
they (whites) are also ill disciplined by not showing the necessary military 
saluting and compliments. Military saluting and compliments should be 
addressed constantly. 

39. Whites admitted that they are experiencing problems due to their 
background. Work sessions regarding African culture should be conducted. 
They should be taught that other colour human beings are human beings. 

40. Commanders of the different units should have contact and 
communication sessions with the people on the growid. Ket:p the people 
informed regardless of colour or creed. 

41. Coloureds regard white supervisors as prejudiced and biased. Work 
sessions for supervisors should be held to address good work relations, 
problem solving and conflict handling. Have "gal braak:" sessions with the 
different races and make work of the problems that arise. 

42. Get all the different races represented on all units committees to obtain 
the opinion of everybody. Workable inputs must be applied and implemented 
in practice. 

43. Consult the opinion and ideas of the people on the ground. People are 
very innovative and creative. These abilities can be valuable to any unit. 
Allow the men in the workplace to solve their problems. Get their opinion on 
how to solve the racial problem. 

44. Whites regard Africans as stupid. The old SADF members attended 
courses for their respective ranks as well as specific job field. The old SADF 
members had years to develop and master the different areas in a mustering. 
Whites should be made attend to this fact and the fact that they must be 
tolerant in their current mentor roles 

74 



AANHANGSEL D-2 
TOT HOOFSTUK 2 

Rassisme 'kom 
1in talle vorme 
voor in SANW' 

])1€ ~~ /f.I/ ~ 
POLITIEKE RmAKSIE dediging en 'n mens kan aflei dat die 

KAAPSTAD. - Rassisme bestaan 
in die Suid-Afrikaanse Nasionale 
Weermag in die vorm van kren­
kende taal tot die versuim om 
mense te bemagtigtot aktiewe po­
gings om hul werkverantwoorde­
likhede te verminder. 

Dit is van die voorlopige bevin­
dings van die ministeril:ile komitee 
onder leiding van dr. Bethuel Setai 
wat aangestel is nadat lt. Sibusiso 
Madubela verledejaar sewe kollegas 
op die Tempe weermagbasis afge­
maai het. 

Die komitee het ook bewerings 
aangehoor van aanrandings, medie­
se ontslag op grond van on ware siel­
kundige "ongeskiktheid" en bevor­
lderings wat nooit plaasvind nie. 

Die "gebruik van Afrikaans" 
word uitgesonder as 'n · klagte wat 
• sommige weermaglede bet. 
. "Militere kultuur is in 'n krisis 
: omdat geen oefeninge gedoen is om 
die konsep van 'een weermag' uit te 
bou nie," het die komitee in sy voor­
lopige verslag gese wat gister in die 
Parlement beskikbaar gestel is. 

Die militere polisie by sommige 
weermageenhede is glo opdrag ge­
gee om nie wit mense in hegtenis te 
neem wat die wet oortree nie .. 

· · Spldate wat wag hou, is op sommi­
i ge ·plekke opdrag gegee om nie mo-
1 tors van wit mense te deursoek nie. 

"Diskriminerende praktyke is al­
gemeen in die Departement van Ver-
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departement verantwoordelik is vir 
die (interne) gebrek aan dissipline." 

Swart weermaglede word "geteis­
ter" deurdat gesloer word met tug­
stappe wat die lede dan vir 'n onbe­
paalde tyd in onsekerheid laat, het 
die kommissie bevind. 

Lede word aan intimidasie en aan­
randing onderwerpenvan besluitne­
ming uitgesluit. Swart lede meen 
ook dat wit lede van die SANW se 
mediese dienste ontslag op grond . 

·van sielkundige redes gebruik om 
van swart lede ontslae te raak. 

Die komitee verskil met sommige 
offisiere se standpunt dat klagtes 
slegs afkomstig is van oortollige 

. weermaglede of weermaglede · wat 
nie stafoffisiere is nie. · 

Hoewel die komitee gewaarsku is 
dat net "moeilikheidmakers" klag­
tes sal indien, meen die komitee 
klagtes het gekom van "mense van 
hoe gehalte". 

Voormalige lede van Apla en MK 
k1a omdat hulle gewoond is aan 'n 
demokratiese kultuur waar hulle 
hul siening kan uitspreek. Dit is eg­
ter nie die geval in die SANW nie. 
Die komitee beveel aan dat die pro-· 
bleem opgelos word. · 

Die komitee beveel voorlopig aan 
dat dokters beskikbaar gestel word 
om lede en hul gesinne te behandel 
wat ver van militere hospitale woon. 
Swart regsgel!*!rdes moet aangestel 
word om in militere howe op te tree . 
en lede moet toegelaat word om teen 
mediese ontslag te appelleer. 



Rosie oor verslag lei dalk 
tctt l}~~e,~y'l~rder se dood · 

SPESIALEVERTEENWOORDIGER 

PHALABORWA. - 'n Rusie oor 'n 
verslag wat nie betyds ingedien is 
nie, het waarskynlik daartoe gelei 
dat 'n luitenant van 7SAI eergister­
oggend bier in die Noordelike Pro­
vinsie sy kompaniebevelvoerder 
met meer as tien skote om die lewe 
gebring het. 

Die Burger het gister vertroulik 
verneem dat maj. Pieter van As min­
stens elf keer "van agter" geskiet is 
terwyl hy in sy kantoor by 'n reke­
naar gesit en werk het. 

Die luitenant, 'n vermeende voor­
malige MK-bevelvoerder van die Ba­
kenberg gebied tussen Pietersburg 
en Potgietersrus, sal waarskynlik 
vandag in die landdroshof verskyn. 

Van As het na bewering vroeer die 
oggend die verdagte berispe oor 'n 
taak wat nie betyds afgehandel is 
nie. 

Van As het glo in die gesprek die 
verdagte aan die oor getrek en teen 
die been geskop. 

Geen letsels kon egter agterna die 
bewerings staafnie. 

Luidens gerugte was daar sedert 
die Tempe skietery verlede jaar ge­
reeld wrywing tussen Van As en die 
luitenant. 

Die verdagte het later'na Van As 
se kantoor in die HK-gebou, die laas­
te in 'n ry van sewe identiese geboue 
op die basis in Luiperd Weg, terug­
gekeer. 

Volgens sr.supt. Phuti Setati, poli­
siewoordvoerder in die provinsie, 

wil dit voorkom of Van As hoege· 
naamd nie van sy aanvaller bewus 
was waar hy agter die rekenaar by 
sy lessenaar gesit en werk het nie. 

Die verdagte bet toe op horn losge­
brand. 

Van As was glo alleen in sy kan­
toor toe die voorval gebeur bet. 

Van sy kollegas het wel die skote 
gehoor. 'n Majoor wie se kantoor na­
by die van Van As is, het in 'n hoek 
weggekruip tot sowat tien minute na 
die laaste skoot voordat hy onder­
soek gaan instel het. 

Die verdagte het egter onmiddel­
lik na die skietery uit die gebou ge­
stap. 

Hy het 'n Samil voertuig met 
weermaglede voorgekeer en hulle 
gevra om 'horn na die polisie te 
bring. 

Hy was glo baie kalm. 
'n Administratiewe werker in die 

gebou waarin die bevelvoerders en 
senior personeel se kantore gelee is, 
het gister gese sy voel nog skrikke­
rig. 

Sy het gese dit is "veral omdat ons 
Pieter so goed geken bet. Eers Tem­
pe en nou dit," bet sy gese. 

Die basis was gister stil, maar van 
'n gespanne atmosfeer was daar nie 
juis sprake nie. . 

Lt. kol. Tjaart van der Walt, basis­
bevelvoerder, was nie beskikbaar 
nie en kon daarom nie kommentaar 
lewer nie. Die Weermag se hoof­
kwartier in Pretoria hanteer die 
saak. Van der Walt moes gisterog­
gend Van As se lyk gaan uitken. 

Luitenant vlugtig voor na 
bevelvoerder se skietdood 

l>tc 13, -.....; <'- I ~ · 7 . 2-a.o 
PHALABORW A. - 'n Jong weermag­
o~sier, lt. Harry Ntoagae (29), bet 
g1ster vlugtig bier in die landdroshof 
verskyn op aanklag van moord. 

Dit hou verband met die skietdood 
van maj. Pieter van As, sy kompanie· 
1-'?velvoerder, Maandagoggend by 
'. SA! buite die dorp in die Noordelike 
Provinsie. 
. f''e kleingeboude Ntoagae, geklee 
' · '>Wart denimbroek en gestreepte 

·ktrui, is nie gevra om te pleit 
1. i die saak is vir verdere onder· 
soek tot volgende Woensdag uitgestel. 

Hy is ongeboe~ van die polisieselle 

na die hof gebring. Verskeie van sy fa­
milielede en vriende was in die hof. 
Hy het deurentyd sy gesig met sy han-
de toegehou. · 

Ntoagae het horn Maandag aan die 
polisie oorgegee nadat hy Van As na 
bewering van agter met sy R4 geweer 
geskiet het na 'n onderonsie. 
. Elf skote het Van As getref waar hy 
m sy kantoor by 'n rekenaar gesit en 
werk bet. 

Volgens inligting van die polisie 
het Ntoagae horn in Maart 1997 by die 
Weermag aangesluit. 

Hy is ongetroud. 
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Oomblik van waansin 
lei tot majoor se dood 

Di( 6 i~t/. fl. 7 ~ . . 
EIE KANTOOR vooraf reeling ·by Van As se kantoor Hy het gese hy verkies om met 

PRETORIA. - 'n Onverklaarbare 
oomblik van waansin het waarskyn­
lik gisteroggend daartoe gelei dat 'n 
luitenant in die Weermag minstens 
tien skote op sy kompaniebevelvoer­
der by Phalaborwa geskiet en hy ge­
sterf het. 

Die bevelvoerder, maj. Pieter van 
As (32), bet op die toneel gesterf. Nog 
'n offisier wat in Van As se kantoor 
was, het die aanval probeer keer, 

_het Die Burger verneem. Die lui­
tenant, 'n pelotonbevelvoerder, 

' !;let horn glo gedreig voordat hy 
Van As doodgeskiet het. 

Mnr. Mosiuoa Lekota, Minister 
van Verdediging, het gister gese 
die rede vir die aanval is "duis­
ter''.. 

"Ons weet nie of dit persoonli­
.ke redes was, of wat anders tot 
die voorval gelei het nie. Ons 
weet die verhouding tussen Van 
As en die luitenant was baie goed." 

Die voorval is soortgelyk aan die 
skietery in September verlede jaar 
by 1 Suid-Afrikaanse Infanterieba· 
taljon (lSAI) by die Tempe militere 
basis in Bloemfontein toe lt. Sibusi­
so Madubela agt van sy kollegas af-
gemaai het. · . 

Die jongste voorval was gisterog­
gend omstreeks half elf by 7SAI buite 
Phalaborwa in die Noordelike Pro-
vinsie. 

Die luitenant het glo sonder enige 

opgedaag. . swart troepe te werk vanwee hullo-
Hy het horn na die voorval verset jaliteit. Na verneem word, was Van 

toe van Van As se kollegas horn na As 'n bevelvoerder wat geglo het in 
die polisie wou bring. Hy het horn- streng, rnaar regverdige dissipliri¢. 
self later by die polisie op Phalabor- Lekota het gese gisteroggend was 
wa aangemeld en die beweerde almal by die basis aan die werk toe 
moordwapen ingelewer. die luitenant by Van As se kantoor 

Die luitenant is toevallig Vrydag opgedaag en horn geskiet het. .. , . 
saam met Van As na die bevelvoer- "Dit wil nie :voorkom asof daar 'n 
der van 7SAI om 'n aanprysingserti- rusie was nie. · • ; , 
fikaat te ontvang as beste peloton- " 'n Indringende ondersoek na die · 

. "Daar was tot nou 
geen gesk.iedenis 

van enige probleme 
by 7SAI nie." 

- Lekota 

bevelvoerder in 'n onlangse mis­
daadvoorkomingsoperasie in Kwa­
Zulu-Natal. 

Van As se kompanie was saam 
met die polisie ontplooi as deel van 
Operasie Crackdown. Die kompanie 
het glo uitstekend gevaar in die ope­
rasie en Van As is ook aangeprys vir 
sy deel daarin. 

Van As het sowat drie weke gelede 
op 'n besoek aan sy ma, mev. Ronnie 
van As van Richardsbaai, gespog 
met sy "troepe". 
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voorval sal hopelik vir ons redes 
gee." .·· · ·· 

Volgens Lekota is dit IJekend 
dat Van As uit die vorige bede- , 
ling in die Weermag gekom het. 
Dit is nie bekend wat die 29-jarige 
luitenant se agtergrond is nie. 

Hy word aangehou en sal waar­
skynlik vandag in die landdros­
hof op Phalaborwa verskyn. Van 
As was ongetroud en laat net sy 
ma agter, het Lekota gese. · 

Lekota wou nie uitwei of die ' 
voorval rassisties was nie. 

"Daar was tot nou geen geskie- , 
denis van enige probleme by 7SAI 
·nie. Almal is oorbluf oor die voorval 
en die basis is tans kalm." · . 

Lekota het gese die voorlopige 
verslag van die kommissie van on­
dersoek, wat ingestel is na die Tem­
pe voorval, word teen einde van­
. deesmaand verwag. 

Die kommissie moet rassisme in 
die Weermag ondersoek en aanbeve­
lings doen o6r basisse met problerne. 



T enipe leer lesse 
oor transformasie 

{2_~;~.xt: i4-/ 1 I /99 
JACOB ROOI 
Kaapstad 

Die nasionalc dircktcur van open ba­
re vcrvolging, mnr. Bulelani Ngcu­
ka, gflan vra vir 'n formele gcregfo­
like ondersoek na die skicttragedic 
by die Tempe-weermagbasis in 
l3loemfontein. 

Dit volg op die verslag van die po­
lisic-ondersoek na die gebeure op 16 
September toe lt. Sibusiso.Mmlubela 
(2B) van lSA Infanteriebata1jon agt 
solclate doodgeskiet en vier antler 
gewond het. Madubela is self dood­
geskiet. 

Die Minister van VcnlccUg!.Qg, 
11111r. J\lo)',iuua J .eknl~1. lwl Vryclag op 
'n 11uusko11forensiP gcs<~ 'n hrd~r mi· 
11 istcriele onclersoek gaan gcdocn 
word om te bepaal "hoeveel van die 
elemente \Nat bygcdra het tot die 
Tempe-slagting bestaan en 
be"invloed die atmosfcer in hasisse 
van die SANW op and er plekke". 

Hy het by die bekendmaking van 
'n bevinding van 'n ondersoekkomi· 
tee na die gebeure by Tempe gesc die 
voorval moet Suid-Afrikaners he· 
rinner aan die sensitiwiteit van die 
transformasieproscs. 

Die nagevolgc van die voorval 
moct op s6 'n wyse hanteer word dat 
die Janel as geheel daarhy baat vind. 

Genl. Siphiwe Nyanda, hoof van 
die weermag, bet in 'n verklaring gc­
sc 'n intcrne raad van ondersock het 
bevind dat clam· verdceldheid en ras­
sespanning in die ccnheid vonrkom. 

Voorts bestaan kcrnp(!rsoncel wat 
d ic administraticwe afdcl i ng v;111 

die ecnheid beman, uit wit 1·1~ die 
Jaer range slegs uit swart snld;1t 1 •• 

'n Sindroom van "ons 1·1· !rnlh· ... 
gebaseer op lidmaatskap v;111 diP c.u 
wcermag en die vorigc bt·\ n·d 111gs 
magte, dra by tot die verdt•1ddheid. 
Verder kom groot onsckcrh1~id on­
der soldatc voor wat nog nil· in post.<· 
aangestel is nie. 

Die bevinding sal die Hcgering 
help met die ontwikkeling van 'n 
program om die transformasicpro­
ses tc verstcrk. 

Lekota se 'n kwessic wat dringcnd 
aandag verg, is die sneller bevorde­
ring van voormalige vryheidsveg­
ters met potensiaal. Dit moet cgkr 
vcrsigtig gehanteer word. 

"As jy iemand in 'n bevelsposisie 
plaas en hy is nie behoorlik opgc­
wassc daarvoor nie, bring dit dicgc­
nc onder sy bevel in gevaar." 

Nog 'n bydrac tot die spanning by 
Tempe was die fcit dat die verskil­
lende bevclstrukture van die vorige 
era hul status quo gchandhaaf het, 
terwyl daar in sommige eenhcde 
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cnkele individue voorkom wat on­
sensitief is teenoor die agtcrgronde 
waaruit die verskillende soldate 
kom. 

Ook word bevele soms in 'n taal 
gcgec wat vreemd vir soldatc is, sol­
clatc van wie sommige opgelei is in 
ander lande soos Moskou en Pole. 

Daar is ook van lede van die voor­
mal ige n ie-statutere magte wat 
niecn hullc is geregtig op bcvorde­
ring sonder om toegcwydheid en 
werkywcr tc toon. 

Hy sf:: al die orientcringsprohlcme 
111 die wecrmag moet dccglik bestu­
cleer en op 'n eerlike manier opgelos 
word. 

flic kwessie van \'crlof sonder toe­
sterni11ing en die aftrckking van geld 
van soldatc se salarisse moet dras­
t 1cs hcrsien word, want dit word 
dikwels op 'n onsensitiewe wysc uit­
gevoer. 

Hy hct egter die kwcssie van dissi­
pline in die wecrmag beklemtoon en 
i.:est~ dit is ononderhandelbaar. "Al­
ma i inoci <.lie reels gehoorsaam. Hoe­
wcl die onrgrnte rncerderheid solda­
te gedissiplineerd is, is daar egter 'n 
paar wat gevaarlik en giftig is. Ons 
moct hulle vincl en hulle uitwcrk." 

Die name van die ondcrsoekkomi­
tec en die vcrwysingsraamwcrk 
word binne twee weke aangckondig. 



LEADERS 'LIED TO ME' 

l,;Al'E 1 IMES * FRIDAY, JULY 14, 2000 

Lekota blames battaliotl. 
chiefs for officer's death 

SAPA 
PHALABORWA 

DEFENCE Minister Mosiuoa 
Lekota blamed the killing of 
an army officer at 7SA 

Infantry Battalion (7SAI) here on the 
leaders at the unit, saying yesterday 
they had lied to him. 

Leaving no doubt that the officers 
responsible would be removed, he 
told. troops at the base: "Some people 
will leave because they are not fit to 
be here." 
· To loud applause from the audi­
ence, Lekota said there had been per­
sistent abuse of authority at 7SAI. 
Though there were instances where 
terms such as "baboons" and "kaf­
firs" were used; the problems were 
not' only of a racial nature. 

Even white troops had suffered 
nervous breakdowns because of the 
abuse they had to endure. 

Company commander Pieter van 
As, a major, died in his office at the 
bas.e ~n Monday after a fellow officer 
shot him several times. 

; · · .. Lleuh~n~nt Harry ~toagae, a pla­
toon commander at 7SAI, appeared 
ona charge of .m.i.nderin the Phal­
aborwa Magistrat~!s-Court on 
Wednesday in co·nnectlon with the 
incident. He was remanded until 
next Wednesday. 

Lekota visited the base yesterday 
morning, accompanied by SA Army 
chief Gilbert Ramano and senior offi­
cers'. Ramano was also standing in 
for SA National Defence Force chief 
Sipho Nyanda, who is on leave. 
. The minister spent about two 

hours with 7SAI commander Tjaart 

VISITED BASE: Defence Minister 
Mosiuoa Lekota 

van der Walt and psychologists who 
briefed soldiers after the killing. 

· Lekota also inspected the scene of 
the shootin,g before addr~ssing the 
troops, and told them he had been 
misled into telling the med a on Mon­
day that the. incident was a mystery. 

He made the announcement 
after Ramano briefed him, on the' 
strength of information received 
from the base. "I told the nation 
everything was we LI at ?SAL" 

Lekota said vesterda\' he was sur­
prised to learn of allegations of racism 
and abuse of authoritv in the media. 

"I am now satisfiect that the lead­
ership of 7SAI has not only lied to 
them (the generals), but abo to me." 

He said officers had been cover­
ing for one another and suppressing 
complaints from soldiers, adding 
that the leadership either neglected 
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to convey grievances or refused to 
attend to them. In other cases, com­
plaints were manipulated. "I am con­
vinced that this situation has caused 
the violence." · 

Lekota said it pad now emerged 
that warnings had been given before­
hand that all was not well at the 
base, but these were not heeded. 

A ministerial committee set up 
earlier this year to probe racism and 
other problems \yould be instructed 

· to retuf!l to the base without delay. 
· "I want them fo start from 
scratch. Give them all your com­
plaints," he told the troops. 

After addressing the troops, Leko­
ta invited people to come to the 
microphone to air their grievances, 
while he sat and listened.• 

Complaints related to physical 
abuse, either forms of maltreatment, 
and problems with promotion and 
the payment of allowances. 

After listening to complaints for 
about an hour, Lekota told the 
troops: "I couldn't believe that men 

- and women calling themselves offi­
; cers could have done the things that 
· \vere raised here/' 

The N~'P expressed astonishment 
at Lekota's remarks, and asked why 
the ministerial committee haa not 
told him of the problems at 7SAI. 

DP spokesperson Andries Botha 
said Nyanda should explain why he 
had no inkling of what was going on 
at 7SAI. 

"The minister must call the gen­
eral to account and demand an 
explanation. Blaming the leadership 
of the base is letting Nyanda off the 
hook," Botha said. 



Spanning onder 
SA soldate; nog 
geweld gevrees 

~.,.. 

9,, e vi"'VERSLAGSPAN 

1 . .ENSAPA 
N· 

PHALABORWA. - Voorvalle soos 
die by 7 SA Infanteriebata]jon 
(7 SAI) vandeesweek sal weer 
plaasvind as die Weermag se top­
bestuur nie dringend gehoor gee 
aan probleme van soldate op voet­
soolvlak nie, het soldate van die 
basis gister gese. 

by berading op die basis, bet dit aan 
die lig gekom dat ook vir die gene­
raals gelieg is oor die ware toedrag 
van sake. 

"Die bevelvoerders van 7 SAi bet 
nie net vir die land gelieg nie, maar 
ook vir die ministerie. Die klagtes is 
geruime tyd reeds nie verder gevoer 
nie. Die probleme is egter nie net 
van 'n rasse-aard nie." 

Offisiere bet swart sowel as wit 
soldate van 7 SAi mishandel. Die 
mishandeling strek glo .reeds oor 
maande. "Ek kan nie glo dat offisie­
re optree soos bier blykbaar gebeur 

Mnr. Mosiuoa Lekota, Minister 
van Verdediging, het sy stem daarby 
gevoeg en die skuld vir die skiet­
voorval waarin maj. Pieter van 
As Maandag met elf skote afge­
maai is, vierkant op die basis se 
leierskap gepak. 

Lt. Harry Ntoagae, 'n peloton­
bevelvoerder by 7 SAi, het eergis­
ter in die hof op Phalaborwa ver­
skyn op 'n klag van moord mi 
Van As se dood. 

Waarskuwlngs dat die si­
tuasie op die basis "nie 

goed was nie", het op dowe 
ore geval." 

Lekota het gister 7 SAi saam met 
senior offisiere besoek. Hy het op die 
besoek aan die soldate die geleent­
heid gegee om hul griewe te lug. Die 
soldate het vertel van rassevoorval­
le waarin hulle vir "bobbejane" en 
"kaffers" uitgeskel is. Hulle beweer 
hulle is ook aangerand. 

Alle waarskuwings dat die situa­
sie op die basis "nie goed was nie" 
het op do we ore geval. Lekota het ge­
se hy is self deur die bevelvoerders­
kader op die basis mislei oor die 
werklike toestand daar. 

Nadat hy gesels het met senior of­
fisiere en sielkundige spanne, wat 
·die afgelope paar dae_ betrokke was 

bet nie," bet Lekota gese. 
Hy bet belowe dat die Weermag se 

boofkwartier voortaan "doelgerig" 
na soldate uit die laer range sal luis­
ter. "Ek sal nie meer tevrede wees 
met die verbale wat ek van die bevel­
strukture van eenbede ontvang nie. 
Ek is eerlikwaar moeg vir versin­
sels." 

Hy bet onderneem om die kom­
missie onder bevel van dr. Betbuel 
Setai, wat rassisme in die Weermag 

· ondersoek, so spi:>edig moontlik te­
rug te stuur na 7 SAi om na die sol­
date se griewe te luister. 

Gemoedere bet op Lekota se be­
soek soms oorgekook. Nadat by die 
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soldate na die mikrofoon genooi bet, 
bet een soldaat 'n antler verklap wat 
gese bet Lekota praat "k ... ". 

Lekota bet die soldaat voor in die . 
saal laat staan. 'n Senior offisier bet 
Lekota om verskoning gevra en gese 
soldate soos die verteenwoordig nie 
soldaatwees nie. "Ons behoort nie 
sulke individue bier toe te laat nie," 
bet by gese. 

'n Soldaat bet agterna vertel dat 
7 SAi se soldate sowat vier maande 
gelede reeds by lt.genl. Gilbert Ra­
mano, Hoof van die Leer, gekla bet 
oor sekere offisiere se optrede teen-

oor ondergeskiktes. Hy bet be­
weer die offisiere bet gereeld op 

. Pbalaborwa gaan drink. By bul 
terugkeer laat in die aand bet die 
soldate dit glo ontgeld en is hulle 
rondgeruk en uitgeskel. 

lntussen bet die Suid-Afrikaan­
se Nasionale Weermagunie se na­
sionale sekretaris, mnr. Cor van 

Niekerk, gister gese die voorval by · 
7 SAi is 'n bewys dat die bestaande 
grieweprosedure in die Weermag 
"ernstig gebrekkig" is. 

"Sanwu het al tientalle briewe oor 
soldate se klagtes by die Weermag 
en die ministerie ingedien. Ons kry 
nie eens antwoorde daarop nie. Die­
selfde klagtes wat verlede jaar by 
Tempe gegeld bet, geld nou by 7 SAi. 
Dit bewys mos dat dinge nie verbe­
ter nie. 

"As vandeesweek se voorval nie 'n 
wekroep is dat die Weermag se top­
bestuur weier om probleme op te los 
nie, moet dit aanvaar word-Oat meer 
sulke gevalle sal voorkom." 

-~; 

ijl~{~ 



00 ..... 

RaSse-SP1illning· het bygedfa 
tot Tempe slagting - verslag 

KAAPSTAD. - Rassespanfling tus­
sen wit bcve.lvocrders en swart troc­
pc. het bygcclra tot die voorval op die 
Tempe mil-itere basis by 13loemfon· 
tein \raar lt. Sibusiso !Vladulwla 
twee ma~mcle gelecle scwc 111cns1~ 
douclgeskict en vyf gc\voncl lwt. 

l~it is die hoofbevindings van ·11 

intcmc raacl van ondcn;oek van cl ic 
W_ccrmag wat gistcr bckcncl gemaak 
is. 'n Land wye min istcrii.!le ondcr­
sock sal binne twee wcke begin word 
om soortgclyke "clemcntc" by andcr 
basissc op te spoor. 

IVInr. l\'Iosiuoa Lckota, Minister 

~ grond op die lidmaatskap van ~iic 
voormalige magte het die situasie 
nog vercrger.'' Die saamgroepering 
van wcermaglede op grond van die 
vorigc nrngtc sal beeindig word. 

Die topbestuur in die Vrystaat bet 
die pcrsepsie dat die transformasic 
vinnig bcv·:ecg, terwyl die Iner range 
glo vcranclcrings is te staclig, het 
Nyanda gcsc. Bcvclc in vcrskillcncle 
talc is ool.;: 'n prnbleem. tcrwyl die 
rcelings oor verlof en aftrckking van 
salarissc ook hcrsicn sal word. 

Nyanda hct 'n plan gceis van die 
topbcstuur om onscnsitiwiteit en 

van Verdcdiging, hct gese die voor­
val is nic net "eenvoudig rassisties" 
nie. "Een of twee" indiviclue in som­
mige ecnhcdc in 1 SA Infantcricba­
taljon is "onsensilief oor die Vl'rskil­
lcnclc agtergrond" van die soldate. 

"Dit is ook waar dat cl(lar cliPgcne 
in bcvelpostc is w;tl nic die :,wart 
troepe as mensc gclyk aan l111lsdl 
sien nic," hct hy ges(~. · 

"Maar claar is ook diegt'IH' in di~~ 
niestatutere magte <MK, i\pla t wat 
meen hullc is gercgtig op bt•\·ordc­
ring en antler clinge soncler hardc 
wcrk. Sommige lede is afwesi~ :;on-

on bu igsaamhcid op m iddcllH•sl uurs­
vlak op te los. Hcgstcllcncle ;1ksie sal 
versnel word met inagncm ing van 
die gcvare van ontocreikcnde be\'cl­
vocrclcrs. 

•Leko ta hct op die nuu:>kunll ·n·n­
sic gcsc hy sal weer na Dil· Vnlks­
blad, sustcrkocrant van Die BurgPr. 
gaan om 'n regstelling tc eis oor die 
gcwraakte bcwcring dat daar n(t dit! 
Tempe s]agting 'n boikot van swart 
soklatc by ccn van die wit slagoffcrs 
se begrafnis was. 

"Daar was beslis gccn boikot van 
enigc aard nie," het hy gcsc. 

der verlof. As icmand met 'n ander 
velkleur hulle daaroor aanspreck, 
se hulle dit is rassisties." 

Daar is twee afsonderlikc kampe 
op die basis, hct gcnJ. Siphiwc Nyan­
da, \Vcermaghoof, in 'n V'crklaring 
nor die hcvinclings gcse. 

"Die ecn ontkcn daar is rasscspan­
ning, en die ander meen daar is ras­
sc- 1~11 k ult uu rverskille. Die situasie 
is vcrergcr dcurclat die kcrnperso­
ncel in clic administraticwe afdcling 
wit is en die Jaer range swart is san­
der en ige \'v"it troepe. 

.. 'n 'Ons en hulle'-sindroom ge: _ _,,. 

"Ek rcspektccr nic sulke mense 
wal 11 ic grootmoedig genocg is om 'n 
foul reg tc sl<~l nic. Ek voel baie sterk 
da<iruor dat ·n instclling soos Die 
Volksblacl. wat dcur mcnse vcrtrou 
word. die '"·aarhcid bckend moet 
ma11k. Waar 'n fout hegaan is, moet 
dit rcgbestcl word." 

Mn:-.. Jonathan Crowther, rcdak­
t1·11r Vi Ill l>i<' Volksblacl, het gcs{? on­
danks VL'i'.'.ocl;<' v:1n die lrnC'rant hct 
n<ig Llie 111i11bl<'r 11<'>~ die Wccrmag 
met inligtint.; of li.dte tcr stawing van 
hul ontkcnning en aantygings teen 
die kor~rimt se bcriggcwing gckom. 



1/;,~~,,,_ Nuwe militere kultuur 
,.,_ ,. 2#<' 

D IE beeld wat Mosiuoa Lekota, Minister 
van Verdediging, pas geskets het van 
hoe die. Weermag behoort te funksio­

neer wanneer 'n "nuwe militere kultuur" ge­
vestig is, is heel bemoedigend. Hopelik slaag 
}ly binne afsienbare tyd daarin om die goeie 
voornemens te verwesenlik. 

Dis juis die "rukke en stote" waarmee die 
proses volgens horn verloop waaroor lands­
burgers hulle geruime tyd al bekommer. 

Verskeie skokkende voorvalle in die on­
langse verlede het dit baie duidelik gemaak 
dat die Weermag se samesnoeringsproses 
sommige afdelings, in besonder in die Leer, in 
ietwat van 'n krisis gedompel het. 

Dink maar aan die Tempe slagting en die 
meer onlangse Phalaborwa skietvoorval. Of 
aan die manier waarop weermagstudente, dik­
wels oudlede van MK of Apla wat nie die mas 
opkom nie, tegemoet gekom word. 

Lekota het waarskynlik die spyker op sy 
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kop geslaan met sy uitlating dat hoe gouer die 
Weermag soldate "sonder 'n geskiedenis" het, 
des te beter. Ashy daarmee verwys ria soldate 
wat met emosionele bagasie opgeskeep sit, het 
hy gelyk. Die skieterye waarin twee luitenan­
te van die voormalige guerrillamagte kollegas 
en selfs burgerlikes afgemaai het, is 'n klaar­
blyklike voorbeeld. 

Daar is egter ook verwronge ou hout uit die 
vorige bedeling, en die minister het onder­
neem. om daarvan ontslae te raak, soos ook · 
van diegene wat bande met MK en Apla het. 
Daarmee kan moeilik fout gevind word. 

Lekota het hom enersyds sterk uitgespreek 
teen 'n gebrek aan dissipline en horn ander­
syds verbind tot 'n meer soldaatvriendelike 
stelsel. 

Albei is te verwelkom - mits laasgenoemde 
nie op 'n soort "vriendelikheid " neerkom wat 
die soldate se slaggereedheid belemnier nie. 'n 
Parate weermag is en bly ononderhandelbaar. 

- .. .. ~- .... ,.. ·- ___ ........ -... ... ;; 



MAANDAG 21 AUGUSTUS 2000 

Inligting aan media nou uit 
L~!c~ se kantoor beheer 
JOHANNESBURG. - Weermageenhede 
is pas in kennis gestel dat hulle nie 
voortaan met die media mag praat 
voordat dit deur die Ministerie van 
Verdediging goedgekeur is nie. 

In 'n opdrag wat pas uitgereik is, het 
die ministerie sy bl"i.'lmmernis uitge­
spreek dat "onbehee. :.. .Jen ongekontro­
leerde" inligting oor die Weermag aan 
die media beskikbaar gestel word son­
der dat mnr. Mosiuoa Lekota, Minister 
van Verdediging, altyd daarvan kennis 
dra. 

Hiervolgens moet alle skakelofiisiere 
van die Weermag landwyd voortaan 
eers by Lekota se kantoor toestemming 
vra voordat hulle toesprake, seminaar­
dokumente, voorleggings of enige an­
der inligting oor die Weermag aan die 
publiek mag beskikbaar stel. 

Volgens mnr. Sam Mkhwanazi, 
woordvoerder van Lekota, hou die op­
drag hoofsaaklik verband met beleids­
aangeleenthede. "Operasionele aange­
leenthede kan steeds op eenheidsvlak 
gehanteer word." 
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Die stap. word egter wyd in die Weer­
mag gekritiseer, omdat daar gemeen 
word dat dit 'n poging van Lekota is om 
"vure dood te slaan" en dat hy dit ge­
doen het om grootskaalse kritiek te 
probeer keer. 

Lekota onlangs sterk gekritiseer 
Lekota is die laaste ruk veral gekriti­

seer oor sy bantering van die voorval 
by 7 SA Infanteriebataljon op Phalabor­
wa, waarin maj. Pieter van As doodge­
skiet is. 

Lekota het sy senior bevelvoerders 
vir die skietery geblameer. 

"Die stap is gedoen om beter same­
werking te verseker, sowel as om een 
boodskap oor die Weermag te verkon­
dig eerder as teenstrydighede," het 
Mkhwanazi gese. 

Na verneem word, volg die opdrag 
onder meer op die debakel vroeer 
waartydens die koste verbonde aan die 
Weermag se ontplooiing in die Kongo 
(Kinshasa) aan die media bekend ge­
maak is sonder dat Lekota ingelig is. 



CODE OF CONDUCT 

AANHANGSEL E 
TOT HOOFSTUK 2 

FOR UNIFORMED MEMBERS OF THE SOUTH AFRICAN 
NATIONAL DEFENCE FORCE 

• I pledge to serve and defend my country and its people in accordance 
with the Constitution and the law and with honour, dignity, courage and 
integrity. 

• I serve in the SANDF with loyalty and pride, as a citizen and a 
volunteer. 

• I respect the democratic political process and civil control of the 
SANDF. 

• I will not advance or harm the interests of any political party or 
organization. 

• I accept personal responsibility for my actions. 
• l will obey all lawful commands and respect all superiors. 
• I will refuse to obey an obviously illegal order. 
• I will carry out my mission with courage and assist my comrades-in­

anns, even at the risk of my own life. 
• I will treat all people fairly and respect their rights and dignity at all 

times, regardless of race, ethnicity, gender, culture, language or sexual 
orientation. 

• I will respect and support subordinates and treat them fairly, 
• I will not abuse my authority, position or public funds for personal gain, 

political motive or any other reason. 
• I will report criminal activity, corruption or misconduct to the 

appropriate authority. 
• I will strive to improve the capabilities of the SANDF by maintaining 

discipline, safeguarding property, developing skills and knowledge, and 
performing my duties diligently and proffesionally. 
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SA ARMY VISION 

AANHANGSEL F 
TOT HOOFSTUK 2 

The SA Army, our people one in spirit, has the commanding presence and 
power of a pride of lions. We are an excellent military force, forever 
professional and ready, making a difference wherever serving South Africa. 

SA ARMY MISSION 

The SA Army provides combat-ready forces to C SANDF, whilst playing the 
leading role in sustaining a credible, cohesive, joint landward defence 
capability. 

RULES OF CONDUCT 

• Soldiers act in accordance with the training they have received. 
~ Soldiers dress in accordance with the SA Army Dress Regulations. 
• Soldiers are punctual for work, parades and appointments. 
• Soldiers are above party politics and do not indicate their personal 

preferences in any way. 
• Soldiers utilise the channel of command. 

They do not subscribe to organised labour activities which include trade 
unions, protest actions and unauthorized collective bargaining. 

• Soldiers are loyal and do not criticise the organization and their colleagues 
in public. 

• Soldiers contribute actively to the esprit de corps of their section, 
department, sub-sub-unit, unit or headquarters. 
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AANHANGSEL G 
TOT HOOFSTUK 5 

DEPARTMENT OF DEFENCE INSTRUCTION Nl/98 

POLICY ON EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION 

Reference A: The Constitution of the Republic of South A 

INTRODUCTION 

1. The Constitution of the Republic of South Africa stipulates that all 
citizens have fundamental rights and freedom within the law. Furthermore, 
the White Paper on the Transformation of the Public Service requires that all 
government must be representative of the South African population and the 
White Paper on Defence also requires the Department of Defence (DOD) to be 
representative thereof in order to achieve legitimacy. 

2. Many years of enforced apartheid policies in the Republic of South 
Africa have resulted in the deliberate marginalisation of certain persons of 
categories of persons in the Public Service. Consequently, the Public Service 
does not reflect the demographics of the population of the Republic of South 
Africa. The DOD acknowledges the lack of racial and gender representivity 
within its ranks and is bound by the Constitution to correct these imbalances. 
It is therefore necessary to promulgate a specific human resources of 
opportunity for all DOD personnel by, inter alia, affirmative action 
programmes, and equal treatment within the DOD. 

3. AA, as stipulated in the White Paper on the Transformation of Public 
Service aims at redressing, the imbalances of the past to the point where the 
DOD is broadly representative of the demographic composition of the people 
of South Africa. It is therefore imperative that an unambiguous and 
measurable Aftmnative Action (AA) policy form a substantive part of the 
Equal Opportunity (EO) policy of the DOD. 

4. AA is a means to an end, and equality opportunity are the desired end. 
In terms of the Constitution of the Republic of South Africa, and in particular 
the Bill of Rights, equality and equal opportunities must be afforded to all 
persons or groups or categories of persons. Unfair discrimination, whether 
direct or indirect, or any grounds, particularly that of race, gender, sex, 
pregnancy, marital status, ethnic or social origin, colour, sexual orientation, 
age, disability, religion, conscience, belief, culture, language and birth and any 
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other form thereof is prohibited. The DOD on equal opportunities must 
therefore address these issues in order to comply with the requirements in the 
Constitution. 

5. The integration of the former statutory and non-statutory forces into the 
South African National Defence Force (SANDF) has substantially altered the 
composition of the SANDF. However, the majority of leadership positions 
within the DOD still do not broadly reflect the demographic composition of 
the people of South Africa. The DOD' s EO and AA policy addresses this 
imbalance. 

6. Having regard for the Constitutional provision and the objectives set out 
in the White Paper on the Transformation of the Public Service, the DOD this 
acknowledges the requirement for a clear and unambiguous EO and AA policy 
to achieve representivity and ensure equity within the DOD. 

AIM 

7. The aim of this document is to provide a policy on equal opportunities 
and AA for the DOD in order to redress the imbalances of the past, to protect 
individuals and groups against unfair discrimination and to work towards 
greater employment equity. 

SCOPE 

8. The following issues are dealt with in this document: 

a. Objectives 

b. Instruction 

c. Definitions and Terminology 

d. Declaration of Intent 

e. Policy 

f. Applicability 

g. Accountability and Responsibility 

h. Equal Opportunity 

1. Affirmative Action 
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9. 

J. Discrimination 

k. Training and Development 

1. Communication 

m. Finance 

n. Supplementary Instructions 

The objectives of the policy are 

a. to ensure that proactive measures are taken to create a DOD 
which are broadly representative of the population that it serves; 

b. to ensure that all members of the diverse population groups 
serving in the DOD have equal opportunities to advance as high 
as possible in the hierarchy within the constraints of their 
individual skills and talents; 

c. To ensure that, inter alia, through the management of diversity, 
morale and cohesion within the DOD is maintained at a high 
level and the mission-readiness of the SANDF is enhanced. 

INSTRUCTION 

10. The Chief of the SA National Defence Force shall in terms of Sec 7C 
( e) of the Defence Act, 1957 (Act no 44 of 1957). Issue the applicable orders 
to implement this policy down to the lowest level. 

DEFINITION AND TERMINOLOGY 

11. The definitions of key terms used in this policy are contained at 
Appendix A. 

DECLARATION OF INTENT 

12. The DOD, having regard to 

a. the provision of the Constitution, and in particular Sections 9 and 
197 pertaining respectively to equality and the Public Service; 

b. the policy of the Public Service Staff Code contained in Chapter 
B VII of the said Code, and 
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c. the aims expressed in the Reconstruction and Development 
Programme for transforming the Public Service into a 
representative, democratic institution providing efficient and 
effective services 

With this document it declares its intention to break decisively with the 
discriminatory and under-representative practices of the past and to fully 
support the principles outlined in this document. Each EO/ AA programme 
that will ensure from this document will be consulted (as far as civilian 
personnel are concerned) in the Department of Defence Departmental 
Chamber. The DOD will ensure that serving officials' statutory rights will be 
protected and that all activities will be conducted in a manner that will ensure 
that the Constitutional principles, in terms of which the Public Service is to be 
staffed and administered, are compiled with. 

POLICY 

13. The DOD and AA policy shall 

a. attract to the DOD individuals who have potential, the capacity to 
grow, dedication and the ability to perform the job requirements; 

b. provide equal opportunities for all military, civilian employees to 
advance to the highest level of responsibility, based on their 
individual ability and diligence; 

c. assist the previously disadvantaged groups to develop their skills 
and potential in leadership positions; 

d. ensure that equal opportunity practices enhance mission-readiness 
at all times; 

e. ensure employment equity; 

f. create an environment that values diversity and fosters mutual 
respect and dignity among all represented population groups 
serving in the DOD; 

g. prevent and deal with all forms of sexual harassment by the 
creation of an appropriate climate of awareness, understanding 
and censure within the DOD; 

h. eradicate all forms of unfair discrimination; 
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1. acknowledge and entrench the right of w9men to have the 
opportunity to serve in all ranks and positions, including the 
combat roles; 

J. subscribe to the principle of AA as a measure to provide equal 
opportunities in the DOD; 

k. fast-track military and civilian employees, specifically previously 
disadvantaged employees who have the required prerequisites, 
potential and/or competencies, to prepare them for leadership 
roles; 

1. develop special programmes to suit the specific needs of 
previously disadvantaged and other individuals or groups to 
develop their full potential. Thereby empowering them to 
perform their tasks more efficiently, and 

m. ensure that no DOD employee unfairly discriminates against by 
any other employee or any other person(s) they officially deal 
with. 

APPLICABILITY 

14. The EO provisions of this policy shall apply to all members of the 
SANDF and employees of the DOD, and all potential members or employees, 
whether they are serving or applying to serve in the full-time component, part­
time component or in the reserves. 

15. The AA provisions of this policy shall apply to the previously 
disadvantaged members of the DOD and to both military and civilian 
candidates during recruitment. 

16. Failure to comply with the requirements and/or provisions of this policy 
may constitute an offence that shall be dealt with in terms of the provisions of 
the Defence Act, 1957 (Act 44 of 1957) and specifically in terms of the 
provisions of the MDC for military members and the Public Service Act, 1994 
(Proclamation No 103, 1994) and the Labour Relations Act, 1995, in the case 
of civilians employees of the DOD. All other personnel (not included above) 
working in the DOD environment shall dealt with in terms of appropriate 
legislation. 
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ACCOUNTABILITY AND RESPONSIBILITY 

17. The overall responsibility rests with the Head of the Department who is 
accountable to the Minister of Defence for the execution of this policy. He or 
she ensures that all chiefs of DOD components implement this policy and its 
programmes in their respective areas of responsibility. The Minister, in turn, 
is responsible to Parliament for the implementation of this policy. 

HEAD OF DEPARTMENT 

18. The responsibilities of the Head of Department are as follows: 

a. Representing and advising the Minister of Defence on EO and 
AA issues pertaining to this policy. 

b. Providing guidance when developing all DOD programmes to 
ensure EO and AA for DOD personnel. 

c. Directing the development, implementation and monitoring of the 
effectiveness and compliance with the DOD EO and AA policy in 
support of national objectives. 

d. Ensuring that all DOD components comply with the requirements 
of this policy. 

e. Directing that all DOD personnel receive on-going training in EO 
and AA commensurate with their rank level. 

f. Providing guidelines on redressing the under-utilisation of the 
various disadvantaged groups and monitoring, assessing and 
evaluating specific goals of AA programmes. 

g. Monitoring to ensure the fair, impartial and timely investigation, 
resolution and follow-up of all complaints of discrimination that 
arise in terms of this policy at all levels within the DOD. 

h. Establishing a programme for recognising individuals and 
organisations for outstanding achievement in one or more of the 
major EO and AA aspects dealt with in this policy. 

1. Providing guidance for the establishment of AA programmes that 
identify and resolve EO and AA related issues. 

J. Ensuring that appropriate action is taken against individuals who 
commit acts of unfair discrimination. 
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k. Establishing appropriate sexual harassment information for all 
members and employees concerning the nature of sexual 
harassment and methods of dealing with it and ensuring that all 
are informed of the type of action that will be taken against 
individuals or groups who commit such offences. 

l. Ensuring the development and implementation of an effective EO 
and AA organisational structure. 

m. Ensuring the implementation of programmes for all civilians 
serving in the DOD who are not under the control of the 
CSANDF in order to implement this policy. 

CHIEF OF THE SANDF 

19. The responsibilities of the CSANDF are as follows: 

a. Instituting programmes for implementing this policy down to unit 
level. 

b. Ensuring that such programmes are so designed and instituted 
that they have to desired effect of promoting high morale, 
effective mission-readiness and cohesion. 

c. Ensuring that AA/EO advisers are properly trained and appointed 
at each base and /or unit. 

EQUAL OPPORTUNITIES CHIEF DIRECTORATE (EOCD) 

20 The responsibilities of the EOCD are as follows: 

a. Advising the Dead of Department on AA and EO policy. 

b. Co-ordinating policy and reviewing military and civilian AA and 
EO programme. 

c. Assisting in the development of EO and AA education and 
training programmes. 

d. Monitoring and evaluating the progress of EO and AA 
programmes. 

e. Appraising documents and facilitating changes in practices that 
unfairly discriminate against DOD personnel. 
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f. Developing management information and reporting systems to 
assess the progress of EO and AA programmes and to assess the 
achievement of objectives on an annual basis. 

g. Ensuring ongoing research and development with regard to ( wrt) 
EOandAA. 

CHIEFS OF DOD COMPONENTS 

20. The responsibilities of the chiefs of DOD components are as follows: 

a. Ensuring that all DOD policies and programmes are understood 
and implemented at all levels of military command and civilian 
management. 

b. Ensuring that all DOD personnel are subjected to appropriate EO 
and AA training at all levels in order to give effect to this policy. 

c. Establishing that all EO and AA mechanisms that identify and 
resolve EO and AA issues, and provide goals and objectives. 

d. Ensuring that all EO and AA related complaints are investigated 
in a fair, impartial and prompt manner. 

e. Establishing AA and EO incentives in recognition of individuals 
and organisational units for outstanding achievement in any EO 
aspects dealt with in this policy. 

f Submitting an annual report in which the progress concerning the 
achievement of the established AA and EO objectives is outlined. 

LOWER LEVELS OF COMMAND/MANAGEMENT 

22. EO and AA are command and management functions. Therefore every 
commander or manger shall ensure that this policy is implement at all levels, 
and that all members under his or her command or control have been informed 
to the EO and AA policy and programmes. Full use should be made if EO and 
AA advisers to assist in the implementation of this policy. Such command 
and management responsibility means that commanding officers or civilians 
managers shall be accountable for infringements regarding racism, sexism and 
other acts of discrimination that may occur at their units or components, it no 
appropriate action is taken by them. 
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EQUAL OPPORTUNITY 

23. The principles of EO are governed by equity, equality of opportunity 
and non-discrimination. 

OBJECTIVES 

9. The objectives ofEO are to 

a. eliminate all forms of unfair discrimination in the management of 
DOD human resources; 

b. instill equality and equity as a core value of the DOD. This will 
ensure an environment free from personal, social, or institutional 
barriers that prevent DOD personnel from advancing to the 
highest level according to their individual competencies; 

c. value diversity and foster mutual respect; 

d. constantly identify and correct unfair discriminatory policies and 
practices within the DOD; 

e. enhance mission-readiness through equal opportunity; 

f manage EO programmes that contribute to achieving cohesion, 
and thereby guaranteeing equity; 

g. acknowledge the rights of women to serve in all ranks and 
positions, including in combat roles; 

h. acknowledge that sexual harassment is a form of sex and gender 
discrimination that negatively impacts on mission-readiness; and 

i. to instil the ethic of commitment amongst all DOD personnel so 
that an environment is established in which EO is guaranteed. 

AFFIRMATIVE ACTION 

PRINCIPLES 

25. AA is a process designed to address the imbalances of the past. 
Consequently it is used as a vehicle to facilitate the objectives of equal 
opportunity at all levels. Thus is targets the present and future needs of 
individuals or groups disadvantages by unfair discrimination. 
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26. AA introduction specific programmes, including supplementary training 
and supportive training, in order to assist those who have been disadvantaged, 
and targeting them as the main beneficiaries of a specific programme. 

27. AA terminates when disadvantaged personnel have been assisted to 
such an extent where the need for such assistance no longer exists. 

28. AA is a constitutional imperative and the effects thereof may instill real 
of perceived fears in certain individuals. However, it is a principle of this 
policy to apply AA in a fair manner, taking cognisance of substantive and 
procedural fairness. 

OBJECTIVES 

29. AA proceeds from the premise that the population groups in the DOD 
are inadequately represented. The following are the objectives of AA: 

a. To ensure that the DOD, its leadership in particular, is broadly 
representative of the population. 

b. To create equality of opportunity at various levels. To fast­
tracking those DOD members who were previously 
disadvantaged to ensure employment equity. 

c. To provide guidelines on hmnan resource practices that will 
enhance AA programmes. Such guidelines shall provide specific 
time-frames and the numbers of targeted groups. 

d. To eradicate the practice of tokenism in the development and 
advancement of disadvantaged. 

DISCRIMINATION 

RACIAL DISCRIMINATION 

30. The negative effects of racism are legion and range from the under­
utilisation of an individual's skills and potential to tension and violence. The 
DOD is committed to eradicating this form of discrimination and therefore 
tasks all Chiefs of DOD components with the following: 

a. Awareness. Make all personnel aware of the existence of 
individual and group racism in all its forms. 

b. Education. Educate and provide practical skills training to all 
DOD personnel in how to behave in a racially unbiased manner. 
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c. Participation. Stress the advantages of constant efforts to build 
up the abilities of all personnel, irrespective of race. 

d. Memberships. Encourage memberships of committees, clubs, 
and sports organisations traditionally associated with specific 
racial groups in order to promote social integration and 
understanding. 

e. DOD Publication. Publish well-constructed internal media 
programmes to assist in the reducing of racial prejudice. 

f. Change Management. Constantly manage the racial shifts that 
are occurring within the DOD. 

g. Leadership. Chiefs of DOD components shall set standards that 
create as environment in which others are able to excel, one that 
is free of hostility, intimidation and unfair treatment. 

EMPLOYMENT EQUITY FOR WOMEN 

31. All discriminatory practices or attitudes, past and present, involving 
women who are serving in all roles, including those in combat roles, shall be 
identified and dealt with in accordance with this policy. All teams, 
delegations and other groups shall give due consideration to ensuring mission 
accomplishment, while giving die regard to representivity. 

32. During parades and squad drills, women should preferably be grouped 
together obviate problems iro the length of their step, the carrying of arms and 
other gender sensitive drill adaptations. Such adaptations constitute fair 
discrimination based on physiological differences. 

33. It shall be DOD EO and AA policy to afford opportunities to women to 
participate in combat roles, if they so choose. The working environment shall 
be made conducive to the successful training, development and employment 
of women in the DOD. 

34. Within the bounds of efficiency, facilities should be improved to be 
gender-appropriate with due regard to privacy and decency. 

35. The number of training facilities for women in all mustering and 
specialised field shall be increased in order to increase the training pool of 
women, thereby achieving representivity targets as approved by the Head of 
the DOD. 
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PREGNANCY 

36. Pregnancy is a normal occurrence, and pregnant employees are 
protected in perms of the Constitution. Although the state of pregnancy is not 
conducive to physical training and the combat requirements of the SANDF in 
particular, the DOD shall not 

a. terminate the employment of any women etnployed in the DOD 
on account of pregnancy, irrespective of her marital status, or 

b. Discriminate against pregnant women as regards academic 
training, promotion and career development on account of 
pregnancy. A woman shall not be demilitarised of civilianised, or 
be unfairly transferred on account of her pregnancy. 

GENDER 

37. The DOD is committed to the prevention of discrimination against 
persons on the grounds of their gender. The following shall promote 
good order, discipline and equity for individuals in a non-sexist DOD. 

a. Regard and treat colleagues of all sexes as true equals. 

b. Maintain a gender-fair and gender-neutral environment 
throughout the DOD. 

c. Eliminate all derogatory sexual themes and conduct. 

d. Eliminate obscene and explicit sexual language. 

e. Remove from display all pictures and posters that have sexual 
connotations. 

f. Allow no pornography in any form in the DOD workplace. 

g. Make no unwanted sexual advances. 

h. A void not only sexual harassment, but also all activities that raise 
the potential for sexual harassment. 

l. Refrain from fraternising in the work place. 

97 



HARASSMENT 

38. The DOD is committed, through a concerted, multi-faceted effort, to 
eliminating and preventing all forms of harassment from occurring 
within the DOD. 

39. Harassment in the working environn1ent is a fonn of discrimination. It 
consists of offensive, abusive, derogatory or threatening conduct 
directed at an individual employee or group of employees as a result of 
a real or perceived attributes or differences. Such at attributes or 
differences. Such attributes of differences may concern gender, race, 
disability, sexual orientation or age. 

40. Such behaviour is unwelcome, unsolicited, usually unreciprocated and 
is usually (but not always) repeated. It creates unpleasant working 
conditions and is aimed at humiliating or intimidating individuals or 
groups. It may influence productivity and quality of work. 

41. Workplace harassment should not be confused with legitimate, 
constructive comments and advice, (including appropriate negative 
comments or feedback) from managers and supervisors on the work 
performance or work-related behaviour of an individual or group. 
Feedback on work performance or conduct at work is distinguished 
from harassment in that feedback is intended to assist employees m 
improving their work performance or the standard of the~- conduct. 

42. Minority groups or juniors who differ in race, colour, culture, tradition, 
religion or ethnicity are particular vulnerable to harassment and 
commanders and civilians managers shall ensure their protection 
through equal treatment. 

SEXUAL HARASSMENT 

43. Sexual harassment is demeaning. Victims are denied the opportunity to 
do their best and the integrity of senior-subordinate relationships is 
undermined. The negative impact on productivity and mission-readiness as a 
result of increased absenteeism, a higher personnel turnover, lower morale, 
litigation, decreased effectiveness and the loss of personal, organisational and 
public trust, tarnish the image of the DOD 

44. All DOD personnel are obligates not to ignore or condone harassment 
in any form whether it be between the same or opposite sexes. Every effort 
shall be made to ensure that during an investigation and subsequent 
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prosecution, a victim of sexual harassment is not also the victim of defamation 
of character or retaliation. These responsibilities form part of the broader 
responsibility expected of all DOD personnel, ie to foster a positive climate 
and to take appropriate, corrective action when conduct is disruptive, 
provoking, discriminatory or otherwise unacceptable. 

SEXUAL ORIENTATION 

45. In its White Paper on Defence the DOD declared that it will operate 
strictly within the parameters of the Constitution, ie. for human rights and 
non-discrimination against its personnel on the grounds of their sexual 
orientation. 

46. Discrimination on the grounds of homophobia and/or heterosexism, 
whether overt or covert, is prohibited. The intentional discrimination on 
grounds of homophobia and/or heterosexism is likewise prohibited. The 
condoning thereof by especially, persons in authority is also prohibited. 

4 7. The Chiefs of DOD components shall implement practical awareness 
programmes concerning heterosexism and homophobia in order to highlight 
the necessity for and methods of eliminating such prejudices. 

RELIGIOUS ACCOMMODATION 

48. There shall be no unfair discrimination on the basis of religious 
persuasion or lack therefor. DOD employees shall be polite, sensitive and 
shall respect the persuasions or beliefs of others. 

LANGUAGE 

49. There shall be no unfair discrimination on the language. DOD 
employees shall be polite, sensitive and respect the language of others in order 
to promote understanding. 

CONSCIENCE 

50. In accordance with the Bill of Rights, the Constitution of the Republic 
of South Africa and any other statutory provisions, the DOD supports the 
principle that everyone has the right to freedom of conscience, religion, 
thought, belief and opinion. Freedom of conscience, as defined, extends to 
conscientious objection. Issues of objection to military service in the SANDF 
on the grounds of conscience shall be dealt with in terms of the provisions of 
the Defence Act. The values that underpin our political and philosophical 
traditions demand that every individual be free to hold and to manifest 
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whatever beliefs and opinions his or her conscience dictates, provided that, 
inter alia, the manifestation of such beliefs and opinions does not injure his or 
her neighbours or their parallel rights to hold and manifest beliefs and 
opinions of their own. 

DISABILITY 

51. For the DOD the main emphasis of disability is related to work 
performance. If a disability does not affect the effective performance of a job, 
the employment of a person with such an ability in such a job shall not be 
affected. Special measures shall be applied to attract persons from 
disadvantaged groups, such as people who have physical and non-physical 
disabilities to be employed in occupational posts form which they were 
previously excluded, in order to achieve the constitutional goal of 
representativeness in public administration. For a disabled person to function 
in the work situation, it is necessary to make special provision for the 
"reasonable accommodation'' of such persons in the DOD. The principle of 
reasonable accommodation obliges the DOD to take the following steps when 
employing disabled persons: 

a. As far as practicable the DOD shall provide persons in its employ 
with appropriate devices and access that will assist such persons 
and will ensure effective adjustments to the work situation. 

b. The DOD shall provide disabled persons with appropriate career 
development specialised training, and personal assistance, when 
required. 

c. The DOD shall create employment conditions that widen the 
range of employment options for disabled persons in order to 
make such options available to them. 

d. The DOD shall ensure that performance evaluation and the 
productivity or disabled employees is equitable in comparison 
with able-bodies persons. 

TRAINING AND DEVELOPMENT 

52. Training and development opportunities shall be accessible to all DOD 
personnel. The instructions contained in the Defence White Paper ( 1996) and 
the Defence Review ( 1997) are mandatory. To ensure that training is 
accessible to all DOD personnel, cognisance shall also be taken of the aims of 
adult basic education training programmes applicable to the DOD. 
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53. All personnel shall undergo periodic, mandatory training in EO and AA, 
beginning upon initial entry (basic training for uniformed members and 
structured programmes for civilians). Refresher courses and appropriate 
modules shall be included in al curricula. 

54. Commanding Officers and managers shall attend specialised 
programmes on EO and AA before they take office, special attention shall be 
given to dealing with trauma iro any violation of this policy. 

55. EO and AA instructors/advisers shall be specially trained and certified 
at appropriate levels. 

56. The training and development of DOD personnel who, in terms of this 
policy, are ·to be affirmed, shall be managed (by means of mentoring or 
otherwise) in order to cater for the needs of the organisation and the 
individual. 

MENTORING 

57. Every organisation needs to implement a career development 
programme in order to introduce a succession of motivated, upward moving 
employees. Mentoring allows people to learn under non-threatening 
circumstances at a relatively low direct cost and is effective for all types of 
people. It is one of the fastest expanding approaches to developing leadership 
and managerial potential. Mentoring benefits not only individual employees, 
but also the organisation and mentors. It facilitates recruitment and induction, 
improves the motivation of proteges and mentors, promotes a stable DOD 
culture, improves communication, saves on training and development costs, 
improves organisation and rapidly develops top achievers. 

58. In order to obviate the negative effects of informal mentoring endeavours 
and to maximise the positive effects of mentoring, the DOD needs to formalise 
mentor and protege relationships as an integral part of its development policy. 
Appropriate mentoring programmes shall be developed and implemented for 
disadvantages groups, graduate recruits, new recruits and junior, middle and 
senior managers. The policy shall clearly stipulate the requirements and roles 
of mentors and proteges, the key roles of monitoring, namely coaching, 
facilitating, counselling and networking, and managing the mentoring 
relationship. It is the DOD's belief that all mentoring programmes must be 
formalised and routinely monitored to achieve the greatest benefit for 
individuals and the Department. 
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SPECIAL PROGRAMMES 

59. Special programmes are programmes developed to achieve greater 
representavity in general and, in particular, amongst the previously 
disadvantaged groups. Such programmes can be registered with the 
Department of Public Service and Administration before introducing them, in 
order to create uniformity. The DOD's special programmes shall satisfy ht 
following criteria: 

a. Adherence to the provisions of the Constitution, relevant 
legislation and consistency with prescribed goals and objectives, 
norms and standards. 

b. Specification of objectives and time-frames within which to 
achieve them. 

c. Specification of an effective system for monitoring the successes 
and failures resulting from AA. 

d. Identification of key role players and specification of their roles. 

e. Specification of plans to promote the acceptance of an ideal, 
broadly representative DOD and to establish positive attitudes to 
AA. The emphasis shall be on counteracting perceptions of 
tokenism or stereotyping target groups, while promoting an 
effective and efficient rendering of services. 

RECRUITMENT AND SELECTION 

60. Special measures shall be taken to ensure that the previously under­
represented groups are actively encouraged to be employed in those 
occupational spheres from which they were previously excluded, eg. nursing 
for men, pilot training for women, etc. 

61. Assessment methods shall be culture-fair. Assessment methods shall be 
culturally unbiased and shall be objective, especially iro recruitment and 
selection. 

62. Representivity. With due cognisance of applicable policy at any given 
time, special attention shall be devoted to serving the interest of broad 
representivity by 

a. systematically targeting previously disadvantaged groups; 
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b. using appropriate role models as recruiting personnel; 

c. supplying information (oral and written) in the language the 
target audience understands; 

d. targeting specific academic institutions when seeking individuals 
with appropriate skills to ensure representativity; 

e. ensuring that assessment methods and skills testing are culture­
fair and that they serve to benefit specific candidates from 
disadvantaged backgrounds; 

f. ensuring that selection boards are representative in terms of 
population group representation and gender mix; and 

g. by ensuring strict adherence to prescribed representivity ratios 
when personnel are selected for force reduction for force 
reduction during rationalisation. 

63. Promotion. EO principle, underpinned by prescribed qualifications and 
expenence and weighed against individual performance, shall determine 
promotion. However, accelerated advancement and fast tracking can be 
applied to promote broad representivity and to compensate for being 
disadvantaged, if an individual agrees thereto. 

MANAGEMENT OF DIVERSITY 

64. Uniformity and regimentation are internationally accepted 
characteristics of all effective and efficient defence forces: the SANDF bears 
the same characteristics. However, the diversity (including language, 
religious and social diversity) of the South African nation, which is 
microcosmically reflected in the DOD, is recognised. Commander, leaders 
and managers at all levels shall be mindful of taking diversity which, if poorly 
managed, may adversely affect work performance, into account when making 
command or management decisions. Such decisions shall be justified at all 
times in terms of other relevant instructions and operational requirements. 

65. The benefits of taking diversity into account are as follows: 

a. Full utilisation of the DOD's personnel. 

b. Reduced interpersonal conflict as respect for diversity increases. 
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c. Enhanced working relationships based on mutual respect and 
increased employee knowledge of multi-cultural issues. 

d. A shared organisational vision and increased commitment among 
diverse employees at all organisational levels and across all 
functions. 

e. Greater innovation and flexibility as members and employees 
participate fully in key decision-making and problem-solving 
groups. 

f. Improved productivity as more employee effort is directed at 
accomplishing tasks and less energy is spent on managing 
interpersonal conflict and cultural clashes. 

66. Members of the DOD shall be mindful of military ethics, traditions and 
customs in the organisation they serve. 

67. The successful accommodation of diversity in the workplace is served 
by 

a. practising mutual respect for one another at all levels; 

b. learning about other members' and employees' cultures and 
encouraging cross-cultural exchanges and events where possible 
and practicable; 

c. recognising and acknowledging different behaviour, customs and 
demands of particular cultures; 

d. adapting instructions at appropriate levels where possible; and 

e. referring requests and demands for policy amendments to higher 
authority, and ensuring that the outcome, whether positive or 
negative, is communicated. 

COMMUNICATION 

COMMAND COMMUNICATION 

68. The Head of Department shall ensure that the content of all EO and AA 
instructions are communicated effectively at appropriate levels. Periodic 
updates shall be issued, and awareness campaigns shall be conducted 
systematically. 
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69. All official DOD publications shollid be regularly reviewed to ensure 
that this policy is consistently and correctly interpreted. Special attention shall 
be given to the particular cultural and social sensibilities of all DOD members. 

70. EO and AA is a line function and therefore all commanders and 
managers shall have access to EO and AA advisers whom they may consult 
when dealing with EO and AA matters. Such suitably qualified personnel 
shall be available to all personnel within the DOD at all times. Such EO and 
AA advisers, however, shall not assume the responsibility of commanders and 
managers to equitably all EO and AA matters which may occur within their 
area of responsibility. 

COMMUNICATION WRT GRIEVANCES AND DISPUTES 

71. Any en1ployee who has a grievance of a dispute against another 
employee of the State related to any aspect addressed by this policy, shall have 
normal recourse to the prescribed grievance procedures and channels. 

72. If such grievance remains unresolved, the person or persons who remain 
aggrieved may take the matter further through the prescribed dispute­
resolution mechanism. 

73. This policy does not deprive any individual of the right tu avail herself 
of himself of legal rights and procedures. 

FINANCE 

74. Financial provision through appropriate structures at all appropriate 
levels, shall be made to implement this policy. All budgeting authorities shall 
thus make special provision for resources to support EO and AA training and 
awareness programmes commensurate with their personnel numbers and their 
level of training. 

SUPPLEMENTARY INSTRUCTIONS 

75. Controlling Authority. The controlling authority is the Secretary for 
Defence. 

76. Responsible Authorities. The Chief Director Equal Opportunities is 
responsible for the compilation and periodic updating of this policy document 
in conjunction with the Chief of Policy and Planning who, in tum, is 
responsible for issuing and monitoring the implementation. 
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77. Executive Authorities. Chiefs of Divisions responsible to the Secretary 
for Defence and Chief of the National Defence Force shall ensure that this 
policy is adhered to at all applicable levels in the divisions of the DOD for 
which they are responsible. 

78. Time Factors. 

a. Implementation Date: 1June1998. 

c. Review Date: 31 December 1998 and annually thereafter. 

79. Drafter. Col J.J.W Kotze (SSO EO, CD Equal Opportunities, DHQ) 
Telephone (012) 355 .. 5881, Fascimile (012) 355-5898. 

80. Co-ordinator for Defence Secretariat. Col J.P. Cronje (Directorate AOT 
Policy Publications), Telephone (012) 355-5507. 
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RELIGIOUS POLICY OF THE DEPARTMENT OF DEFENCE 

SUPER CESSION 

1. This policy supercedes the Religious Policy as was approved by the 
DOD in 17October1997 and COD on 31October1997. 

INTRODUCTION 

2. The Chaplains Service (Cpln Serv) forms an integral part of the 
Department of Defence (DOD). The Chaplains Service provides a specialist 
religious support service to members of the DOD. This service ensures that 
all members and their dependants are spiritually cared for by exercising a 
ministry that promotes spiritual growth and sustains an ethos of high morality 
and ethical credibility. The collateral value of religious support and other 
activities by Chaplains is of value and must be taken into account. 

3. The process of the formulation of Religious policy in the DOD has 
evolved much consultation with the major stakeholders, including the 
Parliamentary Standing Committee on Defence, the Secretary for Defence, the 
Defence Staff Council, the DOD Work Group on Religion and the Religious 
Advisory Boards. The Defence Review of 1997 sets the broad parameters and 
basis of religious policy. The final policy was approved by the Council on 
Defence on 8 June 1999. 

AIM 

4. The aim of the document is to stipulate the departmental policy with 
regard to religious within the DOD. 

SCOPE 

5. This policy deals with: 

a. Applications 

b. Definitions 

c. Mandate 

d. Role-players 

e. Principles for Chaplains Service 
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f. Principles for religious ministry 

g. Principles for managing religious diversity 

APPLICATION 

6. Unless the context indicates otherwise, this instruction shall be 
applicable to all 

a. members of the Permanent Force (hereafter referred to as the 
Regular Force); 

b. members of the Reserve Force (previously known as the Citizen 
Force and Commandos), including the Conventional and 
Territorial Reserve units; 

c. Members of the Service Corps; and 

d. Civilian Personnel 

DEFINITIONS 

7. The following apply: 

a. Chaplain. An ordained minister of a religious body, seconded to 
promote ministry its members in the SANDF, subject to the 
discipline of the religious body and the Defence Force. Should 
the religious body withdraw recognition of the Chaplain for 
whatever reason, the Chaplain will be deemed to have resigned. 

b. Decentralised. Within the hierarchical system to place chaplains 
at every level of the organisation. 

c. Ethical. Principles to guide right and wrong behaviour. 

d. Equitable. Fair and just treatment. 

e. Freedom of Religion. The freedom, under law, to practice and 
propagate ones religious belief persecution or discrimination. 
This concept does not imply the equality of religion; it simply 
expresses the freedom of each religion to exist. 

f. Integrated. Accepting the uniforms and structures of the Services 
in ord~r to encourage identification and acceptance. 
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g. Moral. Acceptable and honourable behaviour - ruled by a sense 
of right and wrong according to a code of conduct. 

h. No Proselytisation. Proselysation generally means to convert 
from one creed to another. In the DOD 'no proselytisation" 
means to deliberate intent and /or program of action to change a 
person's creed in order to win the person to another Religious 
Body. This applies to chaplains and to individual members. This 
does not negate freedom of religions to express a viewpoint or a 
belief. 

i. Professional, Functional and Command Lines. The line within 
the Chaplains Service which regulates discipline, relationships, 
working conditions and standards. The professional line relates 
to chaplain and the Religious Body. The functional line between 
chaplain and chaplain General and Command. Line form the C 
SANDF through Officer Commanding. 

J. Professional Standards. Senior Certificate or equivalent 
qualification plus recognised minimum three years theological 
qualification. Ordained and seconded b a Religious Body. 

k. Rank/Status. The Chaplain wears a unique symbol of 
status/function rather than a rank. It is not comparable to any 
other rank. For purposes of protocol it is given the status of 
colonel. The Chaplain has no authority in terms of military line 
function and remains primarily a religious minister. A few 
Chaplains at level 2 in the DOD wear actual rank due to their 
staff function. 

1. Religion. The worship and service of God of gods, through 
institutionalised religion, implying the exclusion of anti-religion 
(against) or non-religion and that which works against accepted 
standards and norms. 

m. Religious Body. A religion, denomination or denominational 
group mg. 

n. Religious Body/SANDF agreement. A Religious Body enters 
into an agreement with the DOD in order to regulate the 
appointment and utilization of its Chaplains. It contains any 
special provision that may need to be considered. 

109 



o. Sovereignty of Religious Body. The authority of a Religious 
Body over its personnel, practice and beliefs without interference 
of the State. 

p. Spiritual Care. That which pertain to the well being of the spirit 
of a person. 

q. Unique Support Service. It is only through which the Religious 
Bodies minister to its members. Its personnel are seconded the 
Religious Body. 

MANDATE 

8. Legal Mandate. The legal mandate for Religious Service can be found 
in the Defence Review of 1997 that reads as follows: 

''70. The Defence White Paper Chapter 3, par 50 states the 
constitutional provision iro religion and makes this specific to the SA 
National Defence Force: 
"In accordance with the constitutio~ the SANDF shall respect the right 
of its members to freedom of conscience, religion, thought, belief and 
opinion; it shall promote freedom of religion; and it shall cater for the 
different religious views of its members on an interdenominational 
basis. Religious observances shall be conducted on an equitable basis, 
and attendance at such observances shall be free and voluntary. The 
Chaplains Service shall regulate policy and practice in accordance with 
departmental policy and in consultation with the Religious Advisory 
Boards which represent different faiths". 

71. The Religious Advisory Boards represent and are groupings 
representing various Religious Bodies. They advise on religious policy 
and monitor the ministry to their members. Advisory Boards have been 
formed for the Christian, Islamic, Hindi, and African Independent and 
Indigenous faiths. The existing Jewish Board of Deputies represents all 
Jewish interests. These Boards meet regularly. In addition each 
Religious Advisory Body (i.e. denomination) is entitled to address its 
concerns on religious matters independently. 

72. Since the large majority of Defence personnel are religious and the 
individual has a constitutional right to the exercise of religion, religious 
observance is accommodated in the highly regulated life of military 
personnel and fom1s part of ceremoni~. Such religious observance is 
sensitively planned and conducted to cater for religious diversity. 
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73. Since all religious observances are free and voluntary, the 
opportunity of non-participation in religious observance is allowed and 
should be addressed in a practical way on the ground." 

9. The Practical ~1andate. The prnctical mandate derives from the life­
threatening situations, operational mobility and special demands of the 
service, which place members of the National Defence Force beyond the reach 
of the ministry of their Religious Bodies. The member has both a right and a 
need for ministry in situations of moral and ethical extremes. 

ROLE-PLAYERS IN THE RELIGIOUS POLICY 
FORMULATION IN THE SANDF 

10. Religious policy in the SANDF was formulated by the following role­
players, namely, the Department of Defence Force {DOD) advised by the 
Chaplains Service (SANDF) and the Religious Advisory Board (RABs). The 
Chaplains Service shall regulate religious policy and practice in accordance 
with departmental policy and in consultation with the Religious Advisory 
Boards. The chairpersons of the Religious Advisory Boards, as approved by 
the MOD, will have a seat on the DOD Workgroup on Religion which is 
recognised body established in terms of the defence white paper (1996) for as 
long as the DOD deems its existence as necessary. 

11. Each Religious Body (i.e. denomination) dependently enters into a 
bilateral agreement with the SANDF in which matters of faith and practice are 
addressed. 

PRINCIPLES FOR THE CHAPLAIN SERVICE 

12. The following principles have been formulated to form the basis for an 
effective and efficient Chaplain Service: 

a. A permanent and available ministry to all members of the 
National Defence Force. 

b. Freedom of Religion must be maintained in the SANDF so that: 

(i) members may receive the ministry of the religious body of 
their choice; 
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(ii) a religious body may have freedom to minister within the 
SANDF through the Chaplain Service. 

c. The sovereignty of the Religious Body is recognised by the 
SANDF. 

d. Ministry to members 1s determined by a Religious Body I 
SANDF agreement. 

e. The Chaplains Service is integrated and decentralised in the 
SANDF to achieve the most efficient and effective ministry 
possible and maintain professional control. 

f. SANDF members should be linked to local congregations where 
possible. 

g. The Chaplain Service is the only official channel through which a 
religious body may minister to its members in the SANDF. 

h. The number of members of a particular religious body in the 
SANDF will determine the percentage of posts allocated to the 
religious body. 

1. Chaplains have non-combatant status accorded to them by the 
Geneva Conventions. This implies that chaplains shall be 
protected and respected in all circumstances. 

J. The Chaplain is subject to both the disciplines of the religious 
body and the Military Disciplinary Code. 

k. The Chaplains Service shall not recruit chaplains directly but 
shall approach the eligible religious body to nominate a properly 
endorsed candidate( s ). 

PRJNCIPLES FOR RELIGIOUS MINISTRY 

13. A "Chaplain", refers to all ministers of religion working within the 
SANDF whether in a full time or part time position with the Regular Force or 
Reserve Forces. 
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14. Chaplains exercise a primary ministry to their particular faith group 
within a unit or units. Their responsibility extends to all members of a unit 
(and their dependants within a military area.) 

15. Chaplains facilitate and co-ordinate ministry to other religious within a 
unit. 

16. Chaplains provide pastoral care and pastoral counselling, including 
visiting the sick and those confined in any way. 

17. Conunanding Officers must make provision for regular chaplains 
periods, religious observances and pastoral care within the work and training 
programmes for all the members of the unit. Opportunities and facilities 
should be made available to the Chaplain. 

18. Chaplain's posts in the SANDF are created in the basis of 500 members 
of a Religious Body per Post. 

19. A part-time Chaplain post is determined by the existence of at least 15 
members or more within a unit or area. The part-time Chaplain must be an 
officially recognised person of the Religious Body. 

20. Below 15 members a Minister of Religion may work in a unit on a 
voluntary basis, provided that he/she is officially endorsed by the Religious 
Body and has received formal recognition by the Unit and Chaplain Service. 

PRINCIPLES FOR MANAGING RELIGIOUS DIVERSITY 

21. Every member of the SANDF has the right to belong to the Religious 
Body of their choice and to participate in the organised religious exercise 
forming part of a unit routine. 

22. Religious observances shall be equitable, free and voluntary. 

23. Whilst upholding both the freedom of speech and of religion, 
proselytisation is not permitted by either Chaplains or the members of the 
SANDF, thus preserving good relations between Religious Bodies ministering 
within the SANDF. 

24. No non or interdenominational body or any other external religious 
organisation or any individual not representing a Religious Body may perform 
any function of a religious nature, or distribute religious literature without the 
permission of the Chaplain General. 
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25. The tradition, practices and beliefs of a Religious Body will be 
accommodated when these do not have an adverse impact on individual or 
military readiness, unit cohesion, health, safety or discipline. Disagreements 
on these matters will be referred to the Religious Advisory Boards and the 
Religious Body involved. 

26. Special religious services, such as memorial, thanksgiving and 
dedication services, may be held in consultation with the Office if the 
Chaplain General. 

27. Accommodation of a member's religious practice during operations 
cannot always be guarantees but must depend on the exigencies of military 
service. Determination of necessity rests with the Commanding Officer in 
consultation with the Chaplain. 

28. If a member wishes to observe a particular religious festival apart from 
public holiday, normal leave provisions shall be followed. No leave for 
religious purposes shall be refused without prior consultation with a chaplain. 

29. Chaplains are entitled to attend all official conferences/synods/retreats 
of the Religious Body to °""1lich they bdo:ug, if they arc so commissioned. The 
Religious Body must inform the Chaplain General, who wili give the 
necessary authorization. Retreats are limited to a maximum of five working 
days per annum. 

30. Where a Religious Body insists on special dietary provisions for its 
members, consideration may be given to meet such requirements and 
accommodate such religious preferences, should this be logistically feasible. 

31. Where a special dispensation in religious matters is requested the 
following guidelines will apply" 

a. Religious apparel or items, which have been approved by the 
DOD, may be worn with military uniform. 

b. The Officer Commanding may give permission to those who feel 
compelled to wear a beard for religious reasons and whose bona 
fid~s have been establish~d. 

c. The usage of the painted red dot on the forehead of a mruried 
Hindu woman is permitted in the .same .way as others ·wear a ring 
to indicat~ tl;\e m~ia&(( status. 
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32. The SANDF shall be sensitive to special religious days and seasons that 
may apply to its members. No member shall be expected to attend a fonnal 
function or sporting activity where this is in conflict with the normal religious 
practice of the individual. 

33. Transfers requested by members of the SANDF for religious reasons 
may be taken into consideration but will be establish a basis for such a 
transfer. The SANDF Human Resource policy will be the final determination. 

CONCLUSION 

33. In conclusion it should be emphasized that religious support by 
chaplains is not generic to any other specialist support service within the DOD 
and therefore Chaplains will be found in almost every Base and Unit. The 
Chaplains is regarded to be part of the Command Group of the Base and Unit 
from where he/she, on behalf of the Commanding Officer, takes care of the 
spiritual needs of all personnel whilst they prepare for deployment and during 
deployment. The Chaplaincy therefore does not exist in itself, but on grounds 
of the needs of members deployed or asked to work under abnormal 
conditions. Adhering to the principles as in this policy should ensure that the 
practice of religion within the DOD is fair, equitable, free and supportive to 
all. 
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