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The Public Servants Association of South Africa (PSA) has

firmly established itself as a leading trade union in the South

African public sector. This position, achieved over decades of

devoted and professional service to members, however, brings

with it an array of responsibilities and challenges in respect of

the Union’s duty towards an increasing number of employees

placing their trust in the PSA.

The PSA’s activities, as reflected in this report covering the

period 1 April 2012 to 31 March 2013, are a clear indication

of the role the Union continues to play in the protection of

members’ rights and the promotion of their interests. The report

addresses, amongst others, the PSA’s activities in respect of

service delivery to members, recruitment of new members in

order to ensure the Union’s vitality, as well as the empower-

ment of member structures and shop stewards as indispensable

role-players in the PSA’s ope rations.

Effective and continuous communication with members re -

presents a key activity for the PSA. The various methods used

in this regard to meet members’ expectations are also high-

lighted in this report.

The PSA, apart from concentrating on its core business as a

Union, furthermore prides itself in its contributions towards

the social upliftment and empowerment of communities.

The PSA’s various national and provincial social responsi-

bility activities, as outlined in this report, serve as testi-

mony to its sincere commitment to improving lives.

The PSA, as an employer, strives towards representivity

in its employee profile and I am pleased to mention that

this objective represents yet another success for the Union.

The report underlines the fact that the PSA is making ex-

cellent progress towards the achievement of its employ-

ment equity goals and targets at all levels of the

organisation.

The Union’s environmental footprint as well as its social

and ethical conduct are also addressed.

In the final instance, the report provides insight into the

Union’s financial governance and performance highlights, with

the assurance that professional management of these matters

has resulted in the PSA’s financial stability and continued via-

bility.

Loyalty, transparency, respect, integrity, consistency and

service excellence are the core values guiding all PSA activi-

ties. With the focus firmly on meeting - and even exceeding -

members’ needs, the PSA remains unconditionally devoted to

its service call. 

Pierré Snyman

CHAIRPERSON

1.

Chairperson’s
message
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4.

Service delivery
PSA Management

Board of Directors

The PSA’s Board of Directors, in the absence of the Ge neral

Assembly in session, acts as its representative and extension

and is responsible for the control and management of the PSA’s

business.

During the period under review, the following members

served on the PSA's Board of Directors:

Adv Rashied Daniels President

Peter Tlowana Vice-President

(elected 17 Sep  tember 2012)

Pierré Snyman Chairperson

(elected 17 September 2012)

Ronny Maepa Vice-Chairperson

(elected 17 September 2012)

Oniccah Lefifi Director

Annetjie Rencken Director

Ben Jacobs Director 

Dr Vuyo Dyantyi Director 

Rob Moody Director

(elected 17 September 2012)

Ashley McAnda Director

(elected 17 September 2012)

Paul Sello Chairperson

(term of office expired on

17 September 2012) 

Jurie Saal Vice-Chairperson

(term of office expired on

17 September 2012)

Danny Adonis (pictured below) is the General Manager and

acts as Se cretary of the PSA.

PSA Board Committees

The following members serve on the different Board Commit-

tees of the PSA:

Audit Committee
Dr Vuyo Dyantyi Chairperson

(appointed 24 October 2012)

Pierré Snyman (elected 25 August 2010)

Oniccah Lefifi (elected 24 October 2012)

Rob Moody (elected 24 October 2012)

Cell Captive
Peter Tlowana Chairperson 

(appointed 24 October 2012)

Annetjie Rencken (elected 25 August 2010)

Ashley McAnda (elected 24 October 2012)

Remuneration Committee
Ronny Maepa Chairperson

(appointed 25 August 2010)

Annetjie Rencken (elected 26 October 2011)

Ben Jacobs (elected 26 October 2011)

Rob Moody (elected 24 October 2012)

Members representing Structures

Dirk Matthysen (elected 21 September 2010

for a period of four years)

Eugene Louw (elected 7 September 2012

for a period of four years)

Sboniso Ndlovu (elected 17 September 2012

for a period of four years)

Paulina Motecwane (elected 17 September 2012

for a period of four years)
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5.

Assistance to members

The protection of members’ rights, as one of the core functions

of the PSA, has once again been executed in an excellent man-

ner by the PSA’s Rights Section in the Di rectorate Members’

Affairs during the 2012/2013-report period. 

The mentioned success is as a result of hard work and dedi-

cation by each PSA staff member, shop stewards, full-time

shop stewards (FTSS) and full-time office bearers (FTOB). The

good teamwork amongst the mentioned role players, in order

to ensure that all PSA members’ mat ters, irrespective of per-

ceived significance, receive the necessary attention, further at-

tributed to the success.

The excellent service, sometimes executed under difficult

circumstances and outside ordinary working hours by staff

members, shop stewards, full-time shop stewards and full-time

office bearers, is much appreciated. Without their dedication,

the PSA would not have been able to achieve its objectives.

The assistance referred to above, is reflected by means of the

following statistics: 

Day-to-day enquiries finalised
(consisting of personal interviews, faxes,
emails, letters and telephone enquiries) 177 571

Conciliations
Shop stewards/FTSS/FTOB 348

Staff 872

Arbitrations
Shop stewards/FTSS/FTOB 251

Lawyers 179

Staff 780

Disciplinary hearings
Shop stewards/FTSS/FTOB 997

Lawyers 30

Staff 1 038

Grievances
Shop stewards/FTSS/FTOB 1 145

Staff 7 662

Court cases
(Review of arbitration awards, opposing of

review of arbitration awards by employers,

instituting contempt of Court proceedings,

issuing of summonses in Magistrate’s Courts,

legal opinions, issuing of interdicts)  1 471

Monetary value of awards/settlements
in favour of the PSA
(It should be noted that the PSA Provincial Office:

Johannesburg managed to secure a payment in respect

of the Performance Management Development System

(PMDS) to affected members at the Department

of Health amounting to R29 000 000

in February 2013) R52 396 230,65

Legal costs (unaudited amount) R9 774 932,88

Other meetings attended 1 344

Distance travelled (km) 483 015,50

Hours unpaid overtime worked 2 121,9 

Collective bargaining

Collective bargaining on behalf of members represents another

of the core functions of the Union. In support of progressive

collective bargaining, the PSA, apart from participation in the

various bargaining structures, is also an active participant in

joint labour initiatives. 

Independent Labour Caucus (ILC)

The PSA, as a founding member of the ILC, has since 2007

continued to actively make positive contributions to this poli -

tically non-aligned body. The ILC strives towards fostering co -

ope  ration on collective bargaining matters amongst like-

mind ed trade unions and jointly represent ed 48% of unionised

public servants during the report period. 

The other parties to the ILC are the National Professional

Teachers’ Organisation of South Africa (Naptosa), the National

Public Service and Allied Workers Union (NPSWU), the

Health and Other Services Personnel Trade Union of South

Africa (Hospersa), the Professional Educators Union (PEU),

the Suid-Afrikaanse Onderwysersunie (SAOU), the South Af -

rican Police Union (Sapu), the National Union for Public Ser -

vice and Allied Workers (Nupsaw), the United National Public

Servants Association of South Africa (Unipsa), and the Na-

tional Teachers Union (Natu), as the newest member.

Public Service Bargaining Councils

The PSA represents members in the Public Service Coordinating

Bargaining Council (PSCBC) and the four Sectoral Bargaining

Councils, namely the Edu  cation Labour Relations Council

(ELRC), the Public Health and Social Development Sectoral

Bargaining Council (PHSDSBC), the Ge   neral Public Ser vice

 Sec toral Bar gain ing Coun cil (GPSSBC) and the Safety and Secu-

rity Sectoral Bar  gaining Council (SSSBC).

The most important events in these Councils du ring the period

under review are cover ed in this report.
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6.

Public Service Coordinating Bargaining
Council (PSCBC)

Improvement in Conditions of Service

for 2013/2014-financial year: Salary levels

one to twelve and employees who received

an Occupational-Specific Dispensation (OSD)

A wage agreement for a three-year period was signed in 2012

(PSCBC Resolution 1/2012). This wage agreement is effective

for a period of three years ending in the financial year of

2014/2015. PSCBC Resolution 1/2012, amongst others, pro-

vides for a multi-term, cost-of-living adjustment for employees

on salary levels one to twelve as well as those employees who

have received an OSD. The said cost-of-living adjustment, ef-

fective from 1 May 2012 to 31 March 2013, was 7% for em-

ployees on salary levels one to twelve as well as those who

have received an OSD.

Implementation of amendment to PSCBC

Resolution 3/2009 and grading of jobs/posts

on salary levels nine/ten and eleven/twelve

Following the multi-term agreement which was entered into in

the PSCBC (PSCBC Resolution 1/2012), a number of issues

had to be dealt with during the report period. In relation to the

improvement in conditions of employment, clause 18 of

PSCBC Resolution 1/2012 relates to the amendments to be

done in terms of clause 3.6.3.2 of PSCBC Resolution 3/2009.

Implementation of this provision would allow employees

whose posts are graded on salary levels ten and twelve to be

appointed and remunerated on salary levels ten and twelve re-

spectively.

Pursuant to this Agreement, the employer on 25 February

and 15 March 2013, issued circulars serving as “Implementa-

tion Directives” by the Minister for the Public Service and Ad-

ministration (MPSA) with a view to implement the relevant

provisions of the applicable Resolution. 

In terms of the Department of Public Service and Admini -

stration (DPSA) Circular 16/P of 15 March 2013, the employer

excluded Corporate Services jobs/posts from the automatic ab-

sorption into the regraded posts with effect from 1 August

2012. Furthermore, the employer, in paragraph 5 of its circular

16/P of 15 March 2013, advised departments which had already

upgraded and absorbed Corporate Services employees into sa -

la ry levels ten and twelve posts respectively, to reverse such

irregular upgrades and recover the resultant overpayments.

The PSA is of the view that the same measure of automatic

absorption (applicable to core function) into the posts which

were previously graded on salary levels ten and twelve respec-

tively should also apply to the posts in Corporate Services. The

PSA consequently wrote a letter to the Director-General (DG)

of the DPSA indicating that should the employer fail to apply

the said measure to Corporate Services as well, the PSA would

have no other option but to challenge the employer’s in -

consistent application of the measure in question in an appro-

priate forum. 

The employer’s response was still being awaited by the end

of the report period.

Implementation:

Grading levels for Clerks in the Public Service

The MPSA issued a directive in 2004 in terms of which a pro -

cess was set out to coordinate the regrading of occupations uti-

lized by more than one department in the Public Service.

As the jobs of Clerks in the Public Service are considered to

be of a transverse nature, the above process was applied to this

particular category of employees.

In terms of this process, “benchmark” job descriptions and

grading levels were developed for Clerks. It was also deter-

mined that based on the “way work is generally managed in

departments, that two performer (work) levels were required

for each category” within the relevant occupational class. These

levels were identified to be at a production and a supervisory

level.

Benchmark job descriptions were subsequently developed

for these two work levels after which they were subjected to

the process of job evaluation. The outcome of the job evalua-

tion process was the following: Production level Clerk - Grade

five and Supervisory level Clerk - Grade seven.

The MPSA subsequently approved that these results, together

with an implementation strategy containing translation mea -

sures, be issued as an “advice” to departments/provinces in

terms of the provisions of the Public Service Regulations (PSR)

(Chapter 1, Part III.I.4). Members were, however, advised of

the following:

• Funds for the implementation of the “regrades” had to 

be available on the respective departments’ own allocated

budget. The National Treasury indicated that it would not 

make additional funds available for this purpose and 

departments should either find funds on their budgets or 

obtain additional funds through the supplementary budget

process.

• The DPSA indicated that, in view of this standpoint of the

National Treasury, departments should manage the imple-

mentation of the regrades according to the availability of 

funds.

It is also important to note that the implementation strategy

contained (apart from the general applicable measures in terms

of regrading) the following measures:

• Some departments might have posts/jobs that were graded

at higher salary levels than the benchmark grading levels 

for the relevant functions. These jobs had to be down-

graded to the benchmark grading. The current incumbents

would, however, retain their current salaries.

• In terms of PSCBC Resolution 3/2009 if the salary was one

salary level higher than the grade of the post, the incum-

bent would continue to receive salary progression on the 

said salary level.

• However, if the salary grade was more than one salary level

higher than the grade of the post, the determinations of the

Incentive Policy Framework for Employees on Salary Le -

vels one to twelve and those covered by OSD applied. 
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• Clerks on the so-called production level (new grade five),

but whose jobs were currently graded at salary levels six 

and higher, would retain their current salary notches as per-

sonal.

• The jobs of these Clerks would, however, be downgraded

to salary level five. 

• The posts of Clerk on salary level six or higher would be 

phased out. No future appointments of Clerks on salary 

level six or higher would be allowed.

• Clerks on the so-called supervisory level (new grade 

seven), but whose jobs were currently graded at salary le- 

vels eight and higher, would retain their current salary 

notches as per sonal.

• The jobs of these Clerks would be downgraded to salary 

level seven.

• The supervisory level clerical post on salary level eight or

higher would be phased out.

• No future appointments of Clerks on salary level eight or 

higher would be allowed.

The PSA, based on the aforementioned information, decided

to take proactive steps in this regard and requested that the

issue of the implementation of the new grades for Clerks in the

Public Service be placed as an agenda item in respect of all the

Departmental Bargaining Chambers (National Departments)

as well as the Provincial Bargaining Chambers of the General

Public Service Sectoral Bargaining Council (GPSSBC).

Developments will be reported during the next report period.

Government Employees Housing Scheme

(GEHS)

In terms of the provisions of PSCBC Resolution 2/2011, read

with Resolution 1/2012, parties agreed to develop a compre-

hensive GEHS to promote home ownership for all levels of

em ployees in the Public Service. A Technical Working Com-

mittee (TWC) was established with a view to conduct the in-

vestigation into the GEHS. The TWC is expected to give

on-going feedback to the Council on developments in this re-

gard. It made the following recommendations to Council:

• That a project management office be set up to manage the

process.

• This office would then, amongst others, develop terms of 

reference for the project and also consider position papers

submitted in respect of the project by the respective parties

to Council.

• Although this project should be funded by the PSCBC, the

employer indicated its willingness to fund the project, and

the project management office would be situated in the 

DPSA. A market survey was conducted by the employer 

to establish the housing trends and preferences of South 

African pu blic servants. From the presentation it was ap-

parent that:

• Home ownership was regarded as important and consti-

tuted an employee’s investment for future years.

• Although employees regarded home ownership as impor-

tant and a good investment, they did not have the means

to invest in this regard.

• The majority of employees would prefer government to 

incorporate a housing subsidy into their salaries.

It was clear from the TWC report that there was still a lot of

work to be done by the Committee. The results of the survey

were to form part of the information to be considered by the

TWC during its investigation and development of a GEHS.

Developments will be reported during the next report period.

Recognition of improved qualifications

In terms of the provisions of clause 7 of PSCBC Resolution

1/2012, Sectoral Councils would be responsible for the deve -

lopment of criteria on the recognition of improved qualifica-

tions in their respective Sectors. The following progress reports

were given by the Sectoral Councils to the PSCBC in respect

of the implementation of the provisions of clause 7 of PSCBC

Resolution 1/2012:

• ELRC: It was indicated that the current provisions with 

regard to recognition of improved qualifications in that 

Sector were more favourable than the provisions of 

PSCBC Resolution 1/2012. These provisions were being 

reviewed and the PSCBC would be kept informed of de-

velopments.

• PHSDSBC: The matter was being discussed in that 

Council. The PSCBC would be kept informed of develop-

ments.

• GPSSBC: The employer in the GPSSBC made some 

progress in developing a proposal on the criteria for re-

cognition of improved qualifications. The process was 

complicated by the scope of occupational classes in that 

Sector. The PSCBC would be kept informed of develop-

ments.

• SSSBC: No response was received from this Sectoral 

Council. The SSSBC was reminded to provide a response

to the PSCBC as soon as possible.

Developments will be reported during the next report period.

Implementation of “Clean-Break” Principle:

Government Employees Pension Fund (GEPF)

During 2011 the Cape High Court declared that the law go -

verning the GEPF was inconsistent with the Con stitution as it

prevent ed the Fund from paying out benefits to spouses di-

vorced from public servants as was the case with all other pen-

sion funds. The Court gave the government a year to remedy

the situation and during that time an Act was promulgated al-

lowing the GEPF to amend its Rules to provide for the payment

of benefits awarded in terms of a Court-sanc tioned divorce or -

der or a decree for the dissolution of a marriage of a member

of the Fund. Owing to increasing enqueries from members af-

fected by the amended provisions and considering the ne gative

impact of the con sequences of the amendment of the GEPF

Rules, the PSA requested the PSCBC to host an information-

sharing session. The GEPF would then be invited to shed light

on the matter.

The PSA’s view was that a better understanding of the factors

informing the amendments as they are today would assist par-

ties to adequately deal with enquiries from members and make

proposals to ameliorate the negative financial implications aris-

ing out of the formula that was being used by the GEPF.
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The proposal from the PSA was supported by Council and a

workshop would be held at the PSCBC by the GEPF during

the forthcoming report period. The matter remains on the

agenda for feedback following this workshop.

Developments will be reported during the next report period.

Policy and Procedure: Incapacity Leave

and Ill-health Retirement (PILIR)

It came to the PSA’s attention that the DG of the DPSA issued

a letter on 18 December 2012 to all heads of departments in

the Public Service, relating to the suspension of the processing

of the applications for incapacity leave and ill-health retirement

owing to a pending Court case by prospective Health Risk

Managers.

The DG of the DPSA informed departments that the selection

and departmental contracting of the new Panel of Accredited

Health Risk Managers had been suspended owing to an urgent

interdict granted by the High Court. The DG also indicated that

he had been unsuccessful in his attempts to have the interdict

rescinded in the High Court.

Of great concern to the PSA were the consequences of the

letter of the DG which, among others, required that all depart-

ments must put on hold all incoming incapacity leave and ill-

health retirement applications of employees until further notice.

That, in itself, would create severe hardship to members who

might already have been incapacitated by ill health when ap-

plying for incapacity leave and/or ill-health retirement.

The PSA subsequently submitted a request to place the mat-

ter on the agenda of the PSCBC for urgent discussion. The rest

of labour supported the PSA in this regard. The employer was

requested to provide confirmation that no employee would be

disadvantaged as a result of its decisions to suspend the pro-

cessing of all applications going forward. The employer was

unwilling to give such an undertaking. The employer, however,

provided the following information on this matter:

• PILIR provided (as stated above) for the appointment of a

Panel of Accredited Health Risk Managers in the various 

service areas to render a consultancy service required in 

terms of PILIR.

• The DPSA appointed the Panel through its procurement 

processes.

• The present contracts with the service providers expired on

31 December 2012.

• A new Panel would have been selected in terms of PILIR 

with effect from 1 January 2013. 

• The selection and contracting of the new Panel were, how-

ever, suspended owing to the mentioned legal challenge.

• Backlogs of incapacity leave and ill-health retirement ap-

plications were inevitable.

After discussion, Council agreed that a contingency plan be

put in place to prevent unnecessary hardship on the part of

members who might be affected by this matter. As part of the

contingency plan, the contracts of the current service providers

(which expired on 31 December 2012), should be extended

until such time as the legal challenges had been resolved.

Developments will be reported in the next report period.

Education Labour Relations Council (ELRC)

The South African Democratic Teachers Union (Sadtu) de-

clared a dispute on 28 March 2013 and referred the matter to

the ELRC for resolution in terms of its dispute resolution pro-

cedures. Sadtu indicated in its dispute that its “members who

are Educators are receiving a lower pay progression of 1% as

opposed to the rest of the Public Service who are receiving a

1,5% pay progression”. It also referred the dispute as an unfair

labour practice and demanded, as settlement of the dispute, that

the “pay progression of Educators of 1% be equalised with that

of other Public Service workers which is 1,5%”.

The PSA is a party to the “Combined Trade Union-Auto no -

mous Teachers Unions” (CTU-ATU) in the ELRC. Naptosa,

which is acting as coordinator of the CTU-ATU, approached

all parties of the CTU-ATU with the request whether or not the

dispute of Sadtu should be joined.

The PSA expressed the concern that the dispute which was

referred by Sadtu was clearly a matter which emanated out of

the bargaining process. Furthermore, the PSA indicated to the

CTU-ATU that our understanding was that the percentage in

dispute was already regulated by an agreement concluded some

time ago in the ELRC. Consequently, the PSA was of the view

that the said dispute was an interest one and not a rights dispute

as referred by Sadtu. The PSA therefore did not join the Sadtu

dispute.  

Sadtu, as a result of amongst others the PSA’s expressed con-

cern, amended its referral to the extent that the “new” dispute

was an interest dispute. The PSA, in response to the amend-

ment, indicated to the CTU-ATU that it would join the dispute,

but only on condition that it be allowed to reconsider its op-

tions, should conciliation fail. 

Developments will be reported during the next report period.

Public Health and Social Development 
Sectoral Bargaining Council (PHSDSBC)

During the latter part of 2011 it came to light that the General

Secretary (GS) of the Council allegedly committed a number

of unacceptable acts (including fraud, sexual harassment, mis-

management of the Council, viewing of pornography, etc.), se-

rious enough to require dismissal. Details were reported in

re spect of the situation in the previous report.

This situation was, however, addressed with the appointment

of a new Secretary to Council and significant improvements

have already been noted in the management of the Council.  

Council, during the report period, signed off on the extension

of the GPSSBC’s Resolution on the OSD for Engineers and

Technicians.

Workshops were being scheduled to ensure that Provinces

understood the Agreement and ensured its full implementation.

A facilitation process was embarked upon to ensure that pro -

gress was made with identification of Emergency Medical Ser -

vice Personnel who should receive a Standard Danger

Al   lowance in terms of PSCBC Resolution 1/2007. The process

yielded speedy results and parties were in the final stages of

concluding negotiations.

8.
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The three-year Strategic Plan of the Council was developed

and adopted by Council and its implementation commenced.

As part of the implementation of the Plan, the Council identi-

fied permanent housing for its Administrative Office and was

in a process of purchasing the building. 

A workshop was also held on the proposed Constitutional

changes and the draft amendments were finalised and submit-

ted to Council for negotiation. Workshops were also held on

Essential Services and the Council was in the process of ex-

tending the workshops to its Chambers.

Also part of the implementation of the Plan was the esta -

blishment of a Collective Bargaining Committee. The Com-

mittee was in the process of identifying Council Resolutions

which required review and identified and addressed matters

which would require Council’s attention. The reports from the

Chambers were also tabled for monitoring purposes in the

Committee. In order to enhance capacity, the Council rolled

out a training programme towards the end of 2012 in Provinces

on negotiations skills training. The programme addressed the

fol lowing:

• Interpret and Manage Conflict within the Workplace

(USD 114226, NQF level five, eight credits)

• Conduct Negotiations to deal with Conflict Situations

(USD 117853, NQF level five, eight credits)

Danger Allowance:

Emergency Medical Services (EMS) personnel 

Labour during 2012 supplied the employer with a list of cate-

gories which should form part of those Emergency Services

Personnel who should receive the Danger Allowance as pro-

vided for in terms of PSCBC Resolution 1/2007 and confirmed

in PSCBC Resolution 1/2012. This identification process was

long outstanding and had not yet been finalised by the em-

ployer.

Owing to the fact that no progress was being made with the

matter and that it was long outstanding, parties reached a dead-

lock. The provisions of the PHSDSBC Con   stitution were there-

fore invoked and it was agreed that a facilitation meeting be

convened by 13 March 2013 over a period of three days during

which parties would endeavour to break the deadlock. The em-

ployer after the first day of facilitation requested a postpone-

ment with a view to enable it to finalise its mandating

processes. Parties agreed to afford the employer a final oppor-

tunity to come to the table with a mandated proposal to resolve

the matter. Should parties fail to break the deadlock, they would

be in dispute over the matter and the due pro cesses would be fol-

lowed in terms of the provisions of the Con sti tution.

The employer gave an undertaking that it would table a draft

Agreement at the next Council meeting which would, in turn,

be distributed amongst members for a mandate in terms of the

PSA’s internal mandating process.

Developments will be reported during the next report period.

National Chamber for Health and Social

Development (Chamber of the PHSDSBC)

Restructuring
One of the prominent issues in the Chamber remains the re-

structuring process of the National Department of Health. The

employer representative in the Chamber initially refused to ac-

knowledge that the employer was indeed restructuring and re-

sisted the introduction and discussion of the matter in the

Chamber.

The PSA had to put the employer on terms before parties

came to the table to commence with the consultation process

early in 2011. During the period under review, the employer

re presentatives in the Chamber continuously reported or indi-

cated that they either had no official progress report or mandate

to respond. At the end of the report period the em ployer, how-

ever, indicated that the DPSA had instructed it to suspend re-

structuring until further notice.

Following the history of avoiding the matter, the PSA in-

sisted that the matter should remain on the agenda to monitor

the situation.

South African Health Products

Regulatory Authority (SAHPRA)
The PSA initially insisted that the item be placed on the agenda

of the Bargaining Chamber to monitor the possible implemen-

tation of the proposed Regulatory Authority. After the initial

discussion, the employer indicated that the process had been

placed on hold and that the status quo would remain in that the

Act had not been implemented as yet. It became clear that until

such time as a new employer came into existence, no fruitful

en gagement would be possible, and the matter was removed

from the agenda.

The employer subsequently published a draft Bill in March

2012 increasing the number of components to po tentially form

part of SAHPRA.

The PSA studied this draft Bill and ensured that the matter was

brought to members’ attention to submit inputs as to why these

com ponents should not be trans ferred.

The PSA also issued a let ter to the em ployer re iterating its po-

sition that this was considered as a transfer in accordance with

section 197 of the Labour Relations Act.
Therefore, the PSA as a recognised trade union representing

employees that would be affected by any such transfer process,

should be a party to consultations/ne-

gotiations between the old and

the new employer on any

matters of mutual inte -

rest that might affect

its members. During

the report period,

however, the sta-
tus quo remain ed

on this mat ter.
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Occupational-Specific Dispensation (OSD):

Monitoring of implementation

Several Resolutions were signed in the PHSDSBC between

2007 and 2010 whereby a special dispensation model for Nur -

ses, Therapeutic, Diagnostic and Related Allied Health Profes-

sionals, Medical Officers, Medical Specialists, Dentists, Dental

Specialists, Pharmacologists, Pharmacists and Emergency Care

Practitioners, was introduced.

One of the functions of the Chambers of Council is to mon-

itor the implementation of such Resolutions as they apply to

the employees falling within its scope. The National Chamber

therefore established a task team in 2011 to facilitate the mo -

nitoring process. The task team did not function effectively and

during the report period the PSA requested that the matter be

brought back to the Chamber as a standard agenda item. This

allowed the PSA to more effectively exert pressure on the em-

ployer to implement the Resolutions of Council.

In addition to this, the PSA advised members to lodge grie -

vances and declare disputes where they did not agree with the

employer’s interpretation and application of the Resolutions.

This two-pronged approach delivered results and at the end of

the report period no further reports from members had been re-

ceived indicating that the Resolutions had not been imple-

mented.

Organisational Review:

National Social Development

The employer embarked upon an organisational review process

to position and align its functional structure to the revised stra -

tegic plan and envisaged changes in the Department’s environ-

ment such as the future establishment of the Department of

Social Security. This led the Department to assess its internal

environment and organisational capacity to address gaps and

also to incorporate changes such as the inclusion of the Inde-

pendent Tribunal for Social Assistance Appeals (ITSAA) into

the structure of the Department. The last structural review for

the Department was done in 2006 and therefore the Department

also felt that a review was long overdue.

The employer introduced a draft document on the migration

principles and process and the implementation plan. The em-

ployer confirmed that no permanent employees would lose

their jobs or be prejudiced by the process. The protection thus

afforded could, however, only be guaranteed in the case of per -

ma nent appointments/employees. In the case of contract em -

ployees, the contract would not be renewed when it expired

and the post would be advertised and filled through the normal

recruitment and selection processes to facilitate the principle

of open competition.

The PSA was not comfortable with this approach and re-

quested the employer to consider allowing such employees to

have their contracts renewed or be automatically permanently

appointed in such posts once the contract expired. At the end

of the report period the employer indicated that it had consulted

with the DPSA and that an indication was given that automatic

absorption might be allowed in the case of core occupations or

scarce skills but not in the case of support-service posts. Un-

fortunately, most of the contract appointments were in support-

service posts.

General Public Service Sectoral Bargaining
Council (GPSSBC)

Review of Resolution 3/2004:

Rules for Conduct of Proceedings

before the GPSSBC

The current Rules for the Conduct of Proceedings before the

GPSSBC were signed in 2004. The Dispute Resolution Com-

mittee of the GPSSBC discussed the Rules as well as the Dis-

pute Resolution Procedures of the GPSSBC with a view to

address some areas in the Rules. These areas relating to the

Rules for the Conduct of Proceedings before the GPSSBC

were, amongst others, introduction of emails as official service

delivery method, inclusion of rules to amplify section 188A ap-

plications, and taxation of the bills of cost to be in line with

up dated tariffs. The conciliation processes in terms of Council’s

Dispute Resolution Procedures were ineffective in that the set-

tlement rate was virtually 0,02%. Arbitration proceedings took

up to seven separate sessions to be finalised, mainly because

of the lack of preparations by parties and lack of commitment

on the part of the panellists to finalise matters speedily.

In an attempt to improve this unacceptable situation, the fol-

lowing measures were being considered:

• Possible introduction of a mandatory pre-arbitration con-

ference.

• Possible implementation of con-arb processes (section 

191(5A)).

• Possible introduction of full-time panelists to preside over

cases referred to the GPSSBC.

Members were requested to obtain a copy of the Rules for

the Conduct of Proceedings with a view to provide inputs or

identify possible areas which the PSA could focus on to de-

velop a proposal for negotiations in Council. 

Developments will be reported during the next report period.

Levy contribution for GPSSBC

The GPSSBC is a Sector designated by the PSCBC and com-

prises the State, as employer, and its employees who do not fall

within the registered scopes of the ELRC, the SSSBC or the

PHSDSBC. The Council has jurisdiction over approximately

305 000 Public Service Act personnel employed by provincial

and national departments. It has a levy fund towards which all

the said employees and the employer contribute equal ly.

This fund assists in terms of the acquisition of assets and pay -

ment of operational expenses. The monthly levy was R8 per

month, of which R4 was payable by every employee and the

other R4 came from the employer. 

At the time of the signing of Resolution 1/2010 in respect of

a levy increase of R2, the Council was informed that there

would be a need to revisit the levy increase within three years

as the granted increase was inadequate to provide sufficient in-

come to sustain the operations of Council. 

The dispute resolution costs were escalating at an alarming

rate and other operational costs, such as IT infrastructure, ac-

commodation costs, water and lights, human resources, etc.,

should also be provided for in the levy fund.
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The increases in operating expenses were linked to increases

in the cost of utilities and other services which were influenced

by the annual inflation rate.

The high rise in expenses was also attributed to PSCBC Re -

solution 5/2010, in terms of which the GPSSBC was obliged

to take over its overall operating costs from the PSCBC. The

increase in human resources expenditure could be attributed to

the review of the then-organisational structure which ultimately

led to an increase over time from eight staff members to 41

staff members. The said growth ensured good governance and

better service delivery to clients who were Public Service em-

ployees and at the same time members of the various trade

unions operating in the GPSSBC.

Based on the mentioned factors, it was clear that a need ex-

isted to increase the levy amount in order to sustain the Coun-

cil’s core operations. For example, the total income received

for the GPSSBC during the period 1 April 2011 to 31 March 2012

amounted to R30 839 296 and the expenditure to R32 814 707.

This resulted in a deficit of R1 975 411.

In order for the GPSSBC to meet current and future financial

obligations, it was proposed that the monthly levy amount be

increased by 50c per employee. The total levy contribution

would therefore be R4,50 per employee and the employer

would match that amount.

Members were, in view of the above, requested in an Infor-
mus to provide the PSA with a mandate to either accept or re-

ject the proposed increase of 50c in the levy amount per

em ployee in respect of the GPSSBC. Developments will be re-

ported during the next report period.

National Departments

(Bargaining Chambers of the GPSSBC)

In accordance with the Constitution of the GPSSBC, Chambers

are supposed to meet at least four times a year. Most of the

Chambers consequently chose to meet on a quarterly basis ex-

cept in instances where additional urgent meetings were held.

On average, almost 50% of activities in all Chambers related

to the review of existing Human Resource Policies and on mat-

ters of mutual interest such as restructuring, subsistence and

travel. In general, the approach as to what could be considered

as a fair and reasonable consultation process remained a chal-

lenge. Labour and the employer obviously did not always agree

on this matter and labour was continuously being blamed for

using delaying tactics. The lack of participation and involve-

ment on the part of members and shop stewards also posed sub-

stantial challenges in terms of mandating and submission of

inputs.

Negotiations regarding matters affecting members’ interests

took place regularly in the Departmental Bargaining Chambers

(DBCs). The most important events are the following:

Department of Home Affairs (DHA)

Unilateral change to working hours
With regard to the unilateral change to terms and conditions of

employment in respect of working hours, the PSA obtained a

legal opinion on whether the conciliator was acting within her

powers by making a ruling to the effect that the employer had

acted within its right to amend the working hours.

The legal opinion stated that the jurisdictional ruling that was

handed down was reviewable and that there was at least an ar-

guable case that the implementation of the policy constituted

a unilateral change to members’ terms and conditions of em-

ployment.

The PSA, through its legal representatives, served and filed

its Court papers on 20 July 2012. No court date had been re-

ceived from the Labour Court by the end of the report period.

Developments will be reported during the next report period.

Urgent interdict: Recruitment of South Africa
National Defence Force (SANDF) members
The PSA, during the previous report period reported that it,

through its attorneys, had made an urgent application to the

Labour Court to “interdict” the Department from continuing

re cruiting SANDF members.

On 12 October 2011, judgement was received that the La -

bour Court had dismissed the PSA’s application. On 13 October

2011, the PSA consulted with se nior coun sel to dis cuss the

judge ment. During these consultations it was discovered that

the honourable Judge did not deal with the issue that the parties

requested him to decide on (i.e. whether or not in recruiting

em ployees from the Department of Defence (DOD), the DHA

was in breach of the provisions of Chapter 1, Part VII, C.2.4

of the Public Service Regulations. 

In view of this, the PSA was advised to appeal against the

en tire judgment. The PSA thus made an application for leave

to appeal and on 30 November 2011 the Court granted the PSA

permission to appeal to the Labour Appeal Court. The appeal

hearing was held on 24 August 2012 and the judgement against

the PSA was issued on 27 November 2012 by the three Judges

of the Labour Appeal Court.

The PSA took a decision not to fur ther continue with the mat-

ter. This was based on the fact that the Department had already

filled the posts and that any further legal action would not assist

the PSA to address the situation that it had been faced with at

that particular time. 

Restructuring: Immigration Officers and their placement
Following the recruitment of SANDF members to the DHA,

Immigration Officers who were stationed at OR Tambo Inter-

national Airport (ORTIA) were removed from their positions

and subjected to DHA training for a period of twelve months.

The PSA was engaging the employer on a regular basis to re-

solve issues affecting members whilst they were on training.

Amongst others, the PSA raised the issue regarding “leave en-

cashment”, transport to the training venue and redeployment/

placement of employees.

During the training the affected officials were not allowed

to take vacation leave and the reason provided for this was that

it would impact negatively on the training programme. The

PSA then engaged further with the employer and the employer

agreed to compensate officials who still had leave from their

previous leave cycle. 

On the issue of redeployment/placement of employees, the

PSA also put pressure on the employer until the employer com-

menced with the process of placement of former ORTIA em-

ployees. The placement process commenced in November

2012 and was completed in January 2013.
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The PSA took part in the process and also ensured that most

of the affected members were placed according to their prefer-

ences. 

Selective payment: 
1,5%-Pay Progression and Performance Bonuses
The PSA raised a concern in the DBC with regard to the uni-

lateral decision by the employer to selectively implement the

payment of 1,5%-pay progression and performance bonuses

for 2010/2011-financial year. Upon enquiry by the PSA, the

employer indicated that the DG took the decision based on the

non-compliance with instructions issued to employees to sub-

mit performance agreements within the specified time frame.

A series of meetings took place with the employer at the Cham-

ber level as well as in bilaterals with a view to address the mat-

ter. No amicable resolution of the situation could, however, be

found. 

Subsequent to these meetings, the PSA obtained a legal opin-

ion in which the PSA was advised to write a letter to the DG of

the DHA putting the Department on terms. On 25 March 2013

the PSA received a letter from the DHA Director Administra-

tion Support requesting the PSA to afford the Department rea-

sonable time to attend to the matter. Another letter was received

from the DG, dated 27 March 2013, wherein the employer in-

dicated that an investigation had been conducted in all DHA

provincial offices with a view to determine the extent of the

pro blem. According to the letter, the investigation revealed that

1 217 officials had indeed submitted their performance agree-

ments timeously to their respective Provincial Offices. The let-

ter also indicated that a submission had been compiled by the

employer to obtain approval from the DG to pay the outstand-

ing 1,5%-pay progression and performance bonuses and that

he was attending to the matter.

The PSA then wrote a follow-up letter to ascertain which

members would now be paid as indicated in the letter as this

would determine the extent of the claim and which members

still had a dispute with the Department. Developments will be

reported during the next report period.

Department of Transport

Although the PSA was not representing the majority of em-

ployees in the Department of Transport, it was highly active

and took a lead on a number of issues during the report period.

The PSA, amongst others, raised

a concern with regard to the

po licies tabled by the em-

ployer for adoption with   -

 out any proper con  -

sultation with la bour.

These included the

unila te ral amend -

ment of the PMDS.

Developments

will be reported

during the next

report period.

Department of Economic Development (DED)

This newly-created Department had not yet appointed staff to

its post establishment during the previous period under review

and consequently no activities took place during that time.

The Department had since been staffed and a DBC for the

DED was establish ed. An agreement for the transfer of the em-

ployees from the South African Micro Finance Apex Fund

(SAMAF), that was the trading entity of the DED to the Small

Enterprise Finance Agen cy (SEFA), was signed between the

EDD, SAMAF as an employer, and Nehawu and the PSA, and

submitted to the GPSSBC for ratification. In addition, the

Place ment Framework Agreement was also signed by parties

to Council. 

The transfer was as a result of the cabinet decision to merge

SAMAF, Khula Enterprise and Industrial Corporation (IDC),

in order to streamline services delivered to small, medium and

micro enterprises in South Africa. 

The most important matters discussed in this Chamber were

the Placement Framework and Procedure, and the SEFA struc-

ture.

Government Printing Works

Possible introduction of a new system (“e-Gazette”)
The DBC was newly-established following a Cabinet decision

which led to the reconfiguration of the Public Service. By the

end of the period under review, the DBC had met four times.

A total of four task-team meetings took place. The employer

tabled the issue of the restructuring of the Publication Direc-

torate in the DBC and indicated that the Department intended

introducing a new system, called “e-Gazette”, in the Govern-

ment Printing Department (publication department). The em-

ployer further indicated that it was still engaging stakeholders

and was still conducting some research as to how the new sys-

tem would fit into the Government Printing Department. 

Labour noted the report and indicated that as soon as the re-

search was completed the employer should consult with a view

to enable labour to make inputs on the proposed system.

It was also agreed that a task team should be established to

enable the parties to engage on the issue. 

There were no developments or progress made on this matter

and it was then agreed that it be removed from the agenda, and

the employer could re-introduce it when it was ready to do so. 

Task team on policies
It was agreed that a task team on policies be established. Poli-

cies on Recruitment, Performance Management and Develop-

ment System, Job Evaluation, Employment Equity, Re mune-

ra tion outside the scope of duties, Special Leave, Sexual Ha-

rassment, HIV and Aids, Employee Mobility, Smoking, Over-

time as well as Probation were at the time of reporting still

being consulted with labour. 

The PSA took a lead in all discussions regarding these poli-

cies. 
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Department of Mineral Resources

The most important issues that were discussed during this fi-

nancial year included the development of allowances for In-

spectors as well as the Implementation of the OSD for En  vi-

ronmentalists.

The following policies were also formally tabled by the em-

ployer for consultation with labour:

• ICT Infrastructure Management, 

• Project Management, 

• Systems Development and Maintenance, 

• Petty Cash,

• Recruitment and Selection, 

• Management of Leave, and

• Resettlement. 

One of the controversial issues consulted on in the DBC was

the incorrect deduction of parking fees from employees by the

employer. After intervention by the PSA, the members were

re imbursed by the employer.

The PSA also requested the employer to investigate the re-

structuring of the Directorate: Mineral Mining and Petroleum

Development Board. The employer agreed and the matter was

ongoing by the end of the report period.

National Treasury

Policies on Security, Job Evaluation, and Encryption were

tabled for discussion. The issue of the restructuring of various

sections (Government Technical Advisory Centre, Shared Ser -

vices Internal Audit SARS and National Treasury, SCM En-

hancement Project, ICT Change Management Project, and

IREP) of the Department was also placed on the agenda of the

DBC for consultation. The consultation was still ongoing by

the end of the report period.

The employer indicated that an envisaged restructuring of

the Chief Directorate: Provincial and Local Government Infra-

structure in the National Treasury was also imminent.

It was, however, indicated by the employer that there would

be no job losses and that more employees would be appointed

as a result of the process.

Government Pensions Administration Agency 

Discussions included the review of Policies. A task team was

established and tasked to deal with the identification and re-

view of Policies. Once this process has been completed, those

reviewed Policies would be tabled in the DBC for finalisation.

One of the most important issues which affected members dur-

ing the past year was the “Restructuring or Modernisation Pro -

cess” which the employer embarked upon during the previous

report period. 

The employer was not transparent about this matter and the

PSA requested that a special meeting of the DBC be held on

an urgent basis. The GPSSBC was also requested to intervene

to ensure that proper consultation took place. The matter was

not finalised by the end of the report period.

Sport and Recreation South Africa

The DBC operated effectively and meetings took place in

terms of the year calendar.

Matters affecting the interest of members were discussed on

a regular basis during meetings. The most burning issue that

affected members was the process of restructuring which the

employer undertook during the past financial year. The pro-

posed organisational structure was officially tabled in the DBC

and a departmental task team was set up to do the preparatory

work in terms of consultation and report back to the DBC with

a view to determine the way forward. 

National Department of Tourism  

The most important issue that was dealt with in the DBC was

the process of restructuring. The employer gave the assurance

that no dismissals were contemplated. During the consultation

process the employer commenced with the process of matching

and placement without fully consulting with labour. 

The intervention of the Council was subsequently sought by

the PSA with a view to amicably resolve the matter. The em-

ployer insisted that it had meaningfully consulted with  labour

in terms of the DPSA prescripts on restructuring.  

The PSA indicated its dissatisfaction with the manner in which

the employer handled the matter. It was subsequently resolved

that the process would be monitored and any discrepancies

would be taken up with the employer and/or brought to the at-

tention of the Council.

The DBC operated effectively du  ring the report pe riod. The

issue of policy review was dealt with extensively in the DBC.

When consultation on the Recruitment and Selection Policy

took place, the Department refused to give labour observer sta-

tus. The intervention of the Council was sought. The matter

was still under discussion between parties by the end of the re-

port period.

Department of Higher Education and Training

(DHET)

A process of policy review was embarked upon and was dis-

cussed in the DBC. Policies on Transport, Retention of Em-

ployees, Security, as well as Workshop and Conference were

discussed and finalised. Consultations and negotiations regard-

ing the Migration Strategy of the Department were at the time

of reporting still underway.

As far as the relocation process is concerned, the DHET ap-

proached the Department of Public Works to assist with the al-

location of a new building to the DHET. It gave feedback in

the DBC that the Department of Public Works could not meet

its specifications and/or find a building suitable to accommo-

date the DHET. In view of this, the DHET reported that it had

signed a continuation of the current lease agreement and would

remain in the current building for another three years. It also

indicated that it would continue to investigate the possibility

of relocating to another building and would engage with senior

management in terms of the process going forward.
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The matter was still under discussion between parties by the

end of the report period.

Department of Arts and Culture (DAC)

The DAC consulted with labour in the DBC and held work-

shops on a number of policies which were to be adopted. In

spite of a report received from the DPSA, the DAC attempted

to consult with labour on special leave with a view to draft and

adopt a policy.

The PSA, as the majority union, prevented the employer

from doing so and requested a meeting with the Secretaries of

both the GPSSBC and the PSCBC in order to advise the em-

ployer on the contents of PSCBC Resolution 5/2001, stating

that special leave should be negotiated at the relevant Sectoral

Councils. The PSA consequently argued that the DBC had no

locus standi to consult or even negotiate on the issue of special

leave as it was a Sectoral Council matter.

A further meeting was held between the PSA and senior ma -

nagement of the DPSA during which it was agreed that the

DPSA would draft a framework document on special leave

which would be discussed and agreed upon in the GPSSBC.

The GPSSBC would then furnish the various Bargaining

Cham bers with the Framework Agreement after which Bar-

gaining Chambers would be able to negotiate special leave

agreements. The matter was still under discussion between par-

ties by the end of the report period.

There were two collective agreements agreed upon and

signed by parties during the report period, namely the agree-

ment on Remunerated Overtime and Official Working Hours.

These agreements were then forwarded to Council for ratifi-

cation and the Council’s response was still being awaited by

the end of the report period.

Department of Justice and Constitutional

Development and National Prosecuting 

Authority (NPA)

Transfer of staff from former Directorate of Special
Operations in the NPA to South African Police Service
On 6 March 2009, a joint Directorate of Special Operations

(DSO) and South African Police Service (SAPS) task team, es-

tablished by the Portfolio Committee in October 2008, gave a

presentation on the establishment of the Directorate for Priority

Crime Investigations (DPCI) within the SAPS and the subse-

quent migration of the investigative capacity from the NPA to

the SAPS. The presentation highlighted that the transfer of staff

would not take place in terms of section 197 of the Labour Re-
lations Act of 1995 as amended, nor in terms of the Public Ser -
vice Act, 1994, but in terms of the SAPS and NPA Amendment
Acts.

During the engagement, it was noted that members would be

worse off on the pensionable benefit upon the transfer. The con-

cerns raised revolved around the calculations made in terms of

the SAPS calculator in which it was clear that members would

be financially prejudiced upon the transfer to the SAPS.

Further engagement with the SAPS also did not yield the de-

sired results. In order to pursue the interest of members and to

protect their rights, the PSA lodged an application to the

Labour Court on behalf of members. The matter was heard on

7 August 2012, where the Judge made an order that the matter

be referred to trial for a period of six days.

Upon commencement of the trial, the employer reconsidered

the merits of its case and approached the PSA to enter into a

settlement agreement on behalf of the 47 applicants. 

On 26 February 2013, the PSA settled with the employer on

the basis that the agreement would be implemented after a

three-month period. This, however, did not extend to the rest

of the PSA’s members who chose not to be part of the applica-

tion at that stage.  

The PSA acted proactively by approaching its attorney to en-

gage with the attorney from the SAPS to extend the settlement

agreement to all affected employees. Once again, the PSA was

victorious in its efforts in that the SAPS acceded to the request

to extend the agreement to all affected employees. The condi-

tion for acceding to the request was that the PSA should not

proceed to lodge another application. 

Job evaluation outcome:
Prosecutors and Advocates in the NPA
During July 1999, the Minister responsible for the DPSA di-

rected that job evaluations should be undertaken in all depart-

ments. The NPA also conducted job evaluations and im ple-

mented the results thereof in a phased-in approach to which the

PSA objected. 

In order to protect members’ rights, the PSA referred a dis-

pute to the GPSSBC requesting the employer to fully imple-

ment the results. At arbitration, an award was issued in favour

of the PSA and the NPA was ordered to pay the employees an

amount equal to the amount they would have received, had

their upgrades been implemented with effect from 1 April

2005. The award was taken on review by the NPA and subse-

quently subjected to a number of Court processes up to the le -

vel of the Constitutional Court, which ultimately resulted in a

ruling in favour of the PSA.

The PSA remained unmoved in defence of its members and

was ultimately approached by the employer to settle on the

matter. A settlement agreement was entered into with the em-

ployer and members received their back-pay in November 2012.

Implementation: Outcome of coordinated job evaluation
process - Clerks and Senior Clerks
The DPSA issued a circular in December 2012, which recom-

dended to Departments that Clerks and Senior Clerks be bench-

marked at levels five and seven respectively as a result of a

coordinated job evaluation process.  

This matter was tabled by the PSA at the DBC in order to

compel the employer to implement the job evaluation results.

The results have since been implemented and members re-

ceived backdated payment to 1 January 2013.

It was, however, noted during the implementation process

that the Department utilised some Typists, Security Officers,

Coordinators and Librarians to perform clerical functions with-

out changing their job titles. This resulted in the omission of a

number of employees who should have been translated.

14.
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The difficulty, however, was that not all of the employees in

the mentioned categories performed clerical functions. The em-

ployer was by the end of the report period conducting an in-

vestigation in order to sift through the occupations to translate

affected employees.

Rural Development and Land Reform 

Restructuring
The Department commenc ed with a re structuring process in

2009. The employer all along maintained that no retrenchments

were envisaged and that no employee would be worse off in

terms of salary level and conditions of service when migrated

to the new structure. Labour was also informed that the new

organisational structure would effectively increase the number

of posts from 4 513 to 7 467, but the filling of these posts

would have to be phased in owing to a lack of funds.

It became clear at a later stage that not all employees would

be absorbed into the posts on the new organisational structure

owing to the change in the Department’s mandate and strate-

gic/operational plan and consequently about 616 employees

would be carried out of adjustment or additional to the new es-

tablishment. 

During the report period, the PSA continued to exert pressure

on the Department to recreate posts for those employees who

were being fully utilized as confirmed by their approved per-

formance agreements.

Towards the end of the report period labour was informed

that the employer had obtained approval to recreate the relevant

posts.

Unilateral termination:
Piecework and Production Incentive Scheme
In January 2009 the employer took a decision to unilaterally

terminate the Piecework and Production Incentive Scheme with

effect from 1 February 2009. The initial approach by the PSA

was to bring an urgent application in the La bour Court against

this unfair conduct by the employer.

However, on subsequent investigation and discussion, it tran-

spired that the employer had, in fact, not implemented the de-

cision. The reduction in work volumes, owing to the recession,

impacted to the extent that there was not enough work to fully

support the quotas for the piecework system which made pay-

ment of the incentive bonuses possible.

The PSA, however, still considered the decision by the em-

ployer to be in contempt of a Labour Court order of November

2006, in terms of which quotas for the piecework system and

the norms for the data and micro-film schemes were agreed to.

The PSA requested the employer to confirm whether the inten-

tion was to withdraw the applicable mea sure or to suspend the

working of additional work as a result of low work vo lumes.

The fact that the employer left the matter hanging and gave

contradictory responses was not acceptable to the PSA.

Hence, the matter was eventually referred to the Labour

Court for a hearing which was held on 24 August 2011. The

PSA’s first application was dismissed with cost in December

2011. Subsequently, the PSA was grant ed approval to apply for

condonation and leave to ap peal.

Leave to appeal was granted and the necessary documen -

 tation was exchanged and final ly submitted to the Labour Ap -

peal Court. The hearing date was still being await ed by the end

of the report period.

Department of Water Affairs

Occupational-Specific Dispensation (OSD)
Resolutions were signed in the GPSSBC in 2009 to develop

unique salary structures, centrally-determined grading structures

and job profiles, career-pathing opportunities and pay progres-

sion measures for identified professional and specialist occupa-

tions. The Re solutions provi ded for a phased-in approach and

phases one and two were concluded and reported on in the pre-

vious report. With regard to phase three that had to be effected

from 1 Ju ly 2011, a determination from the DPSA guiding de-

partments around the implementation of this phase of the OSDs

was being await ed.

The PSA kept members informed of the implications of

phase three when it became clear that only relevant or appli-

cable experience obtained after the relevant qualification and

after complying with the registration requirement as prescribed

by an appropriate professional council or body would be re -

cognized and that only production posts would benefit since

supervisory and specialist posts were excluded. During the re-

port period the employer informed labour that, as anticipated,

a limited number of employees benefitted from phase three.

Performance incentives: 2011/2012-evaluation cycle
In respect of the implementation of the performance incentives

for the 2011/2012-evaluation cycle, members informed the

PSA about the inordinate delay in finalising the process. Mem-

bers were concerned that the unfair decision taken by the em-

ployer in 2011 to place a moratorium on the payment of

per  formance incentives would be repeated.

The PSA requested the employer to indicate the reasons for

the delay in finalising the assessment process. Pressure by the

PSA finally resulted in the payment of incentive bonuses in

December 2012.

Independent Police Investigative Directorate (IPID)

Implementation: Section 23 of Independent Police
Investigative Act, 2011 
The Independent Complaints

Directorate (ICD) was es-

tablished in April 1997

to investigate com -

 plaints of brutality,

cri minality and mis -

 conduct lodged

against members

of the SAPS and

the Municipal Po -

 lice Service.

15.
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It obtained its legislative mandate in this regard from section

53(2) of the South African Police Act (Act No 68 of 1995). This

way of operating, amongst others, compromised the independ-

ence and credibility of the ICD and a decision was taken to

convert the ICD into the IPID as a separate and independent

body with its own legislation.

The IPID was formally established with effect from 1 April

2012, when the IPID Act, 2011, came into operation. Section

23 of the IPID Act, determines that the conditions of service,

including the salary and allowances payable to an Investigator

appointed under this Act, must be on par with members ap-

pointed as Detectives in terms of the South African Police Ser -
vice Act.

In order to give effect to this section a task team (con sisting

of the employer and labour) was established to investigate and

produce a document comparing the indicated aspects in order

to determine whether Investigators were on par with Detec-

tives.

During the report period, the task team met on a number of

occasions and the document was finally introduced to the DBC.

The conclusion was that Investigators were on par with Detec-

tives and the said document was circulated amongst members

to facilitate a formal consultation process. The PSA obtained

inputs from members and presented these to the employer for

consideration but by the end of the report period the Chamber

had not yet met to further interrogate the matter.

Department of Environmental Affairs

Sea-Going Allowance
Emanating from a long struggle to juggle the requirements of

the Basic Conditions of Employment Act, 1997, (BCEA) with

regard to the limitation on overtime work with the unique cir-

cumstances of employees who undertook research, monitoring,

control and surveillance expeditions at sea, the employer en-

tered into a collective agreement in 2009 with Nehawu, as the

majority union, for the payment of a flat-rate Sea-Going Al-

lowance to relevant employees. PSA members did not provide

a mandate to sign. 

The Allowance was intended to be inclusive of overtime pay-

ment, night shift and standby allowances. The agreement con-

tained a clause that indicated that it would be terminated on the

signing of an OSD for the Marine and Coastal Branch (since

renamed to Oceans and Coast). The agreement therefore effec-

tively lapsed with the signing of GPSSBC Resolution 3/2009.

When the Finance Section of the Department picked this up,

payments were supposed to be terminated. The employer, how-

ever, took an “interim” decision to continue with the payment

of the Allowance. The employer and Nehawu discussed the

possibility of “amending” the existing agreement rather than

reviewing it totally but no proposals were introduced.

The PSA, on the other hand, raised its concern that without

an unambiguous agreement replacing the lapsed agreement,

members were at risk of receiving payments which could later

be considered by the auditors to be irregular or unauthorized

expenditure that had to be paid back.

Based on the continuous pressure exerted by the PSA during

the report period, the employer approached the DPSA for as-

sistance.

The DPSA raised a substantial number of questions and re-

quests for further information and also instructed the Depart-

ment to collaborate with other Departments performing

functions within the same environment such as the Department

of Agriculture, Forestry and Fisheries, and Public Works.

By the end of the report period the liaison process and the

submission of the required information to the DPSA had not

been finalised and the matter could therefore not be concluded.

Department of Labour

The Department embarked upon a restructuring process based

on a Cabinet decision that all departments needed to render a

reasonable accessible service to the public. The employer con-

sequently intended to restructure its head office, the Unemploy-

ment Insurance Fund (UIF) and the Compensation Fund (CF). 

The expertise of the International Labour Organisation was

utilized and various project teams were established to consult

with all stakeholders, including recognized unions in the De-

partment. A task team was established after discussion in the

DBC with a view to develop a “Framework Agreement” which

would regulate all restructuring processes in the Department.

This Framework was also aligned with the DPSA’s “Guide on

Restructuring”. Negotiations on the draft Framework Agree-

ment were finalised and by the end of the previous report pe-

riod, the PSA was obtaining a mandate to sign the agreement.

Unfortunately, it often happens that an outright majority re-

sponse is not obtained from members during the mandating

process, leaving branches unclear as to whether there was a

mandate that could be acted upon. From a practical point of

view, collective agreements cannot be left unattended for a con-

siderable period of time until an outright majority is obtained.

The Branch Chairperson was subsequently requested in terms

of the PSA Statutes and mandating process, to provide a man-

date. Deve lopments will be discussed in the next report.

Office of the Presidency

Although the PSA is not representing the majority of unionised

employees in the Presidency, it was highly active and took the

lead on a number of matters under discussion during the report

period.

Despite being the minority, the PSA was very active and in-

fluential in the Department and its DBC. The Department re-

cently embarked on a process of reviewing all its Human

Re  source Policies. A workshop was held with key stakeholders

in the Department from the various business units and the PSA

was in attendance. The workshop identified, with the assistance

of the DPSA, a number of policies which should be review ed.

This process would be dealt with under the auspices of the

DBC.

The PSA lodged an application to the Labour Court on the

implementation of the PMDS for the 2009/2010-financial year.

The employer failed to make payments for Pay Progression and

Performance Bonuses to members who qualified during the

said financial year.

Content ANNUAL 2013 FINAL_Layout 1  2013/10/17  2:07 PM  Page 20



17.

The PSA’s attorney submitted and filed all the necessary pa-

pers and a date from the Labour Court was by the end of the

report period being awaited. 

South African Police Service (SAPS)

Job evaluation results: Clerical staff
The PSA, as a minority union in the SAPS, is not a recognised

union in the SSSBC and can therefore not participate in nego-

tiations or represent members at the SAPS.

A number of PSA members, Clerks appointed in terms of the

Public Service Act, however, raised their concerns in respect

of their salary grades. Many Clerks at the SAPS are remuner-

ated at salary levels three and four whilst Clerks in other de-

partments of the Public Service are remunerated at salary level

five. 

Despite not being recognized by the SAPS as employer, the

PSA, in an attempt to assist members, took the matter up with

the SAPS Commissioner. The Commissioner did not respond

to these enquiries. The PSA then turned to the DPSA which in-

dicated that it was evaluating the salary levels of Clerks in vari -

ous departments, including the SAPS. The job evaluation

pro cess, which was coordinated by the DPSA, was finalised

after which the DPSA issued a letter on 12 December 2012 in

which national and provincial departments were advised on the

implementation of the two newly-established levels for Clerks.

The PSA informed its members at the SAPS accordingly. In

order to ensure that the SAPS complied with the DPSA’s letter,

the PSA sent a number of letters to the National Commissioner

requesting an indication of which pro  cesses had been im ple -

ment ed at the SAPS to ensure that Clerks salary grades were

corrected.

By the end of the report period, the PSA had not received a

response on any of its letters. A decision was taken to consider

declaring an interest dispute and ballot members to establish

their support for a possible protected strike. 

Rank/leg promotions
The PSA dealt with numerous complaints regarding rank and

leg promotions at the SAPS. The SAPS concluded a collective

agreement with admitted unions in the SSSBC in terms of

which SAPS members would qualify for leg and rank promo-

tions should they meet the prescribed requirements. The Col-

lective Agreement, however, stated that the SAPS Com mis-

sioner would decide on a date on which the rank and leg pro -

motions would be introduced. The Commissioner subsequently

issued a “National Instruction” which stipulated that members

should wait until they are invited to apply for these promotions. 

The PSA consequently requested the Commissioner in writ-

ing to expedite the process and to allow members to apply for

these promotions and not wait for invitations. Once again, and

as expected, the Commissioner failed to re spond to the PSA’s

request.

In an attempt to assist members, the PSA met with Sapu, a

“partner” in the ILC. The PSA convinced Sapu, which is re -

cognised in the SSSBC, to enter into a new agreement with the

SAPS which would enable members to apply for the pro -

motions.

A new agreement was subsequently signed in terms of which

members could apply for the promotions. Shortly thereafter,

however, for some mysterious reason, the new agreement was

replaced with another agreement which, once again, stipulated

that members should wait for the Commissioner to invite them

to apply for the promotions.

The PSA, unfortunately, exhausted all available remedies

and the said agreement, although detrimental to members, will

also apply to its members as the recognized unions representing

the majority of employees in the SSSBC signed an agreement.

This collective agreement (SSSBC Resolution 3/2011) made

provision for an implementation date of 1 April 2013.

It would at that stage not habe been possible to declare a dis-

pute on the interpretation and application of the said agreement

as it would not have been enforceable in the ab sence of an in-

vitation from the Na  tional Commissioner to staff to apply for

grade progression. 

Cooperative Governance and Traditional Affairs 

The Department of Cooperative Governance and Traditional

Affairs (Cogta) was split to have two distinct departments,

namely the Department of Traditional Affairs and Cooperative

Governance. The new Department of Traditional Affairs, whilst

still in the process of being made fully operational, relies on

the Department of Cooperative Governance (old Cogta) in re-

spect of administrative matters, including policy development.

Some of the policies that apply to Cooperative Governance are

also being applied to Traditional Affairs. 

Restructuring in the Department left some Senior Manage-

ment Service (SMS) members, who are members of the PSA,

displaced as the process was unilaterally implemented by the

employer. The PSA subsequently engaged the Department’s

top management and was informed that the “re-alignment”

process that was embarked upon by the new Minister would

address the issue of displaced SMS members. The PSA, how-

ever, demanded that the “re-alignment process” be consulted

at DBC level. The employer acceded to this demand. Further-

more, the PSA held meetings with the DGs of both Depart-

ments as well as the relevant Minister, after which it was

informed that the re-alignment process would be consulted

with labour at DBC level once the Department had finalised

the preliminary investigations in this regard. The matter had

not been finalised by the end of the report period.

The employer indicated its intention to close offices in De-

cember 2012. The proposal was consulted in the DBC. Discus-

sions led to the PSA’s proposal to negotiate a collective

agree ment that would regulate the annual closure of the De-

partment. The PSA proposal was accepted by the DBC and it

further volunteered to sponsor a draft Agreement on Annual

Closure of the Department. Further developments in this regard

will be reported during the next report period.
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Department of International Relations

and Cooperation (Dirco)

The DBC decided to review all policies older than two years.

The Chamber Policy Task Team, comprising the representa-

tives from all parties admitted to the DBC, was established and

assigned the task of policy review. The task team was to report

on progress to the DBC from time to time.

Policy development was, however, not progressing as ex-

pected despite the fact that a policy task team had been estab-

lished.

The PSA expressed its dissatisfaction about the situation and

the DBC decided on a number of policies to be reviewed by the

task team. De  velopments will be reported during the next report

period.

Labour was informed that the Presidency had decided to take

over the Presidential Guest House. Affected employees were

on the establishment of Dirco. Employees were given an option

to remain with Dirco or be transferred to the Presidency. All

employees decided to remain with Dirco and it was agreed that

they should be seconded to the Presidency until it could run

the Guest House on its own. The employer, however, reported

during the report period that the Presidency’s decision to take

over the Presidential Guest House had been reversed and that

the status quo remained.

Office of the Public Service Commission

The PSA tabled an item on the contravention of the BCEA, 75
of 1997 by the employer in respect of the remuneration of Se-

curity Officers working on Sundays and public holidays. The

employer interacted with the DPSA for advice relating to the

formula it utilised to calculate payment for work on Sundays

and public holidays and which was contained in one of the

DPSA Directives.

According to the response that was received from the DPSA,

there was, however, no contravention of the BCEA taking

place. The PSA was, however, not satisfied with the response

given by the employer and as a result, the DBC referred the

matter to the GPSSBC for assistance. 

The GPSSBC and the PSCBC worked together in an attempt

to resolve the matter. Unfortunately, the outcome of their in-

vestigation was similar to that of the DPSA. The PSA decided

to seek a legal opinion on this matter and will act de  cisively

should the employer be found to be

contravening the provisions of

the BCEA.

Further developments

will be reported du -

ring the next report

period.

National Department of Public Works

A task team was established to investigate the possible relaxa -

tion of qualification requirements with a view to accommodate

long-serving, experienced and competent employees to ad-

vance to higher positions when posts were advertised. An in-

vestigation was subsequently conducted and the report with

recommendations therein was submitted to the DBC. The em-

ployer indicated that the report had been escalated to the DG

for approval. A response from the DG was by the end of the

report period still being awaited.

The PSA raised a concern regarding restructuring that was

taking place in the Department without consulting unions. The

employer disclosed that the Department was busy developing

a “Turnaround Strategy” which had an element of restructur-

ing. The employer gave an undertaking that the Stra  tegy would

be consulted once the preliminary stage had been finalised.

The PSA demanded that the said restructuring be put on hold

to enable proper consultation to unfold. The employer request -

ed to be given an opportunity to seek a mandate in this regard.

Meetings were held outside the DBC in which the principals

of unions were informed by the Department (Minister and DG)

about the Turnaround Strategy that the Department was deve -

loping.

The principals were informed that the Strategy would be con-

sulted with labour once internal processes had been finalised.

Developments will be reported during the next report period.

Department of Communications

The employer indicated that it was contemplating restructuring

the Department.

At the request of the PSA, it gave the assurance to labour

that there would be no retrenchments as a result of the process.

Subsequently, labour was consulted on the new approved or-

ganisational structure and the migration plan that would be

used to “move” employees from the old structure to the new

one. Consultation was ongoing by the end of the report period.

Department of Stats South Africa

A departmental task team was established to deal with the re-

view of policies. It came to the attention of the PSA that the

employer had unilaterally implemented the Leave and Over-

time Policies. The PSA raised its concern and indicated that it

did not accept the contents of these Policies as no proper con-

sultation had taken place in the DBC. 

The employer did not want to deal with the matter, forcing

the PSA to request the intervention of the GPSSBC. The PSA

insisted that the said Policies be negotiated/consulted with la -

bour. Since the issue of special leave was under discussion at

Council level, the employer was advised not to implement it

pending the outcome at that level.

The matter was still under discussion by the end of the report

period.
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Department of Trade and Industry (DTI)

The GPSSBC established a new DBC for the Companies and

Intellectual Property Registration Office (Cipro), separating it

from the DTI based on re-alignment. A new organisation was

established in terms of the Companies Act 2008 (Act 71 of
2008), which created a new Companies and Intellectual Prop-

erty Commission (CIPC) with the intention of enhancing ser -

vice delivery by Cipro and the Companies and Intellectual

Property Enforcement (OCIPE). The restructuring of Cipro

was discussed at a joint meeting between the DTI and Cipro.

The PSA successfully put pressure on the employer to con-

sult properly in the relevant forum with a view to deal with re-

structuring issues, identify pitfalls and to avoid any ambiguities

during the restructuring process. The PSA also ensured that

there were no resulting job losses. All affected employees were

successfully placed in the DTI and its agencies.

The employer made a presentation on change management

to the Enterprise Organisation (TEO) cluster which aims to

stimulate and facilitate the development of sustainable and

competitive enterprises through the efficient provision of ef-

fective and accessible incentive measures that support national

priorities, such as Manufacturing Incentives, Infrastructure In-

vestment Support, Services and Incentives, Strategic Partner-

ship and the Office of the Chief Executive Officer.

The PSA noted the report with appreciation considering that

the move was pro-job creation and would ensure effective and

efficient service delivery. 

Department of Basic Education

A departmental task team was, at the insistence of the PSA,

established to, amongst others, address the review of policies

as there had been a “split” or “re-organisation” of the original

Department of Education into the Departments of Basic Edu-

cation and Higher Education and Training respectively. The

PSA also ensured that a task team was established to deal with

departmental policies as a result of restructuring. 

All policies handled during the previous report period were

approved by the DG and were effectively implemented. The

PMDS Policy, however, was not properly implemented. The

PSA, as a result, insisted that the PMDS Policy be re-negoti-

ated. Developments will be reported during the next report pe-

riod.

The PSA requested the employer to consult in terms of the

“DPSA Guideline 6.1” and to disclose any relevant informa-

tion regarding transformation as it would affect its consti -

tuency. The PSA played an important role in ensuring that the

process was introduced without infringing on the rights and

interests of members.

Public Administration Leadership Management

and Academy (Palama) 

The further re-alignment of the Orga nisation was the most con -

ten tious issue on the agenda of the DBC. The PSA insisted that

the employ er should disclose any relevant information regard-

ing restructuring as it could affect members negatively.

It came to light that the employer had embarked upon a uni-

lateral process of restructuring. The PSA indicated to the em-

ployer that such actions were totally unacceptable and warned

against the consequences of unilateralism on the part of the

employer. Developments will be discussed during the next re-

port pe riod.

The PSA was also instrumental in the DBC esta blishing a Pol-

icy Consultative Task Team. An extensive consultation pro cess

was embarked upon in respect of Policies. Policies on ICT Secu -

rity, Gym, ICT Asset Management, Physical Security, Cell phone

and 3G Card, Telephone, Training and De velopment, Standard

Operating Procedure (SOP), Transport, Of fice Ac commodation,

Resettlement, Bereavement, Disciplinary SOP, Sex ual Harass-

ment, Recruitment and Se lection, Working Hours and Remu-

nerated Overtime were subsequent ly adopted.

Department of Energy

Since the “split” of the former Department of Minerals and En-

ergy into the Department of Mineral Resources and the De-

partment of Energy respectively, the DBC reviewed and

adopted Departmental Policies on Recruitment and Selection,

Resettlement, Salaries and Allowance, Condolence, ICT-

Change Management, Laptop, ICT-Software Asset Manage-

ment, Sexual Harassment, ICT-Logistical, ICT- Incident and

Problem Management, ICT-Risk Management, ICT-Business

Continuity and Inventory Management.

The Department’s head office was to relocate to the new

building which was initially allocated to the old Land Bank at

Visagie Street in Pretoria before the end of July 2012. The

Communication Committee dealt with the design and the re-

zoning process. The documents in that regard were submitted

to Public Works to be checked. 

In respect of Regional Offices, some relocation could take

place which would be consulted in the DBC. The PSA is of the

view that relocation should be done at state expense in line

with the Departmental Resettlement Policy. For those who own

houses at their current places of residence, the employer would

also assist with transfer costs. The employer would consolidate

all information and determine the number of affected staff.

Consultations in this regard would then proceed.

Department of Human Settlements

During the report period the employer tabled a “Turnaround”

strategy and the “Migration framework” for the macro struc-

ture. The strategy was aimed at, amongst others, the achieve-

ment of Departmental goals/strategic objectives; better align -

ment of the structure with the strategy; and the promotion of

efficient, and effective use of human resources so as to im-

prove the functioning of the Department.

A special DBC meeting was convened at which the final ver-

sion of the turnaround strategy was tabled. Furthermore, the

Department indicated that it was still busy dealing with the job

evaluation exercise. The PSA demanded that the job evaluation

process be finalised before a decision could be taken on the

implementation of the turnaround strategy. Finally, the “Turn-

around” strategy was implemented without any job losses and/

or complaints from members. 
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The PSA also extensively engaged the employer on the im-

plementation of the coordination process regarding the re-gra -

ding of Clerks. It was reported that only 15 clerical posts were

identified for re-grading excluding the Chief Financial Officer

Branch, based on a work-study investigation process which had

been undertaken. Two of the posts were upgraded, four were

downgraded, three were subject to job evaluation, four were

not affected, and two were subjected to a work study investi-

gation. A submission was compiled and sent for approval for

implementation.

South African Defence Force and Military Veterans

A concern was raised on the pilot project regarding the new

PMDS for the Department.

When the system was adopted, it was agreed that the em-

ployer would evaluate it and report back on its effectiveness.

The PSA indicated that the system was inoperative in all the

Units of the Department. The employer undertook to make pre-

sentations to employees in all the Units. The PSA requested the

employer to communicate its program so as to inform the

Provincial Offices and the Chairperson to participate in such

road shows. The employer undertook to provide feedback on a

regular basis.

Members reported that they were verbally informed that the

Finance Chief Directorate was to be “militarised”. The employ -

er reported that the process was still being discussed at Minis-

terial level. The matter first had to be finalised by the Defence

Review Committee whereupon labour would be engaged. De-

velopments will be reported during the next report period.

Department of Public Enterprises

The PSA sought clarity on the practice of closing the offices

during December. Previously, members were made aware in

time that they needed to reserve a certain number of leave days

for this purpose. The employer indicated that a formal submis-

sion on how to deal with this matter in future had been for-

warded to the Head of Department for consideration. The PSA

requested that as soon as the outcome was made known, a mul-

tilateral meeting should be convened. The information on leave

credits of members should also be made available.

The PSA furthermore requested the employer to stop the

practice of simply converting con-

tract workers into permanent

staff members without fol-

lowing due process. Va-

cant positions should

be advertised and

all potential appli-

cants should be

afforded the op-

portunity to ap -

ply. This was

sub   sequen t ly

agreed to.

Department of Correctional Services (DCS)

OSD and seven-day establishment
A collective agreement (GPSSBC Resolution 2/2009) was

reached in the GPSSBC, providing for the introduction of dif-

ferentiated salary scales for different categories and the imple-

mentation of a seven-day establishment/shift systems for

“Cen tre-Based Correctional Officials”.

The PSA vehemently opposed the adoption of this agreement

as the issue in respect of the back-dating of the overtime pay

had not yet been resolved. The PSA declared a dispute that was

not resolved at conciliation. Arbitration was, by the end of the

report period, being awaited.

Lease agreements for official accommodation
The National Branch of the DCS approached the PSA to obtain

a legal opinion in respect of the termination of lease agreements

for official accommodation. Correspondence was sent to the

National Commissioner, insisting that a moratorium be placed

on the contemplated evictions of officials occupying official

housing. The employer did not accede to the demand, but in-

stead continued to serve letters on the officials stating that their

lease agreements/rental accommodation had been terminated

and would not be renewed.

A legal opinion was obtained which indicated that Popcru

had already approached the Labour Court on the same matter

and advised the PSA to apply for a “joinder” to the case which

was subsequently done. The status quo remained in that the

new Housing Policy which disadvantaged members was re-

viewed and set aside by the Labour Court. This matter was re-

solved during the report period and the National Branch of

DCS took a decision to instruct the attorneys to withdraw it. 

Percentage increase in terms of Resolution 5/2009
The DCS failed to implement the agreed percentage annual

wage increase as per PSCBC Resolution 5/2009. The PSA sub-

sequently declared a dispute on the interpretation and applica-

tion of a collective agreement (the DCS only implemented

10,5% for salary levels seven and eight instead of 11%). Arbi-

tration was scheduled for 26 March 2012 and the Commis-

sioner ruled that the DPSA be joined as a second respondent

to the proceedings. The matter had not been scheduled for ar-

bitration by the end of the report period. 

Overcrowding and under-staffing in Correctional facilities
The PSA received numerous complaints that some prisons are

overcrowded and understaffed. The PSA’s view is that when a

Correctional facility exceeds 100% capacity, it creates an in -

creas ed risk for officers.

Hence, it requested that Correctional Officers be paid a cir-

cumstantial allowance. The circumstantial allowance was in-

tended for officials working in a Correctional centre and should

be reviewed annually depending on the prevailing circum-

stances in Correctional facilities.

The PSA demanded a R600 per month circumstantial allow -

ance to compensate officers forced to work in facilities that

were more than 100% overcrowded whilst the DCS was in a

process of alleviating the situation by employing adequate per-

sonnel and building new Correctional facilities.
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The matter was tabled at the GPSSBC and feedback was

being awaited by the end of the report period.

Department of Agriculture, Fisheries and Forestry

Relocation of Meat Inspectors
The relocation of Meat Inspectors became an issue during the

previous report period when Karan Beef announced that it was

compelled in terms of new legislation to terminate the services

of the Department of Agriculture’s Meat Inspectors.

The PSA raised the issue with the employer in the DBC and

requested an inspection in loco to all affected abattoirs.

The employer arranged the requested meetings and the PSA

met with affected employees to alleviate their fears. Most of

the members were absorbed at other institutions and the few

that could not be absorbed requested early retirement which

was approved. This matter was amicably resolved during the

report period.

Transfer of staff
The employer announced in the DBC that the Mba zwana, Ma -

baso and Ma nzengwenya Plantations were go  ing to be trans-

ferred to the Tri bal Authorities.

The PSA raised concerns as no proper consultation had taken

place at that stage. The PSA requested the employer to provide

more information and whether it was contemplating any dis-

missals. The employer confirmed that dismissals were not con-

templated. A task team was established by the DBC with a view

to discuss the transfer process. Meetings took place whereby

certain questions were raised on the funding of this rehabilita-

tion process of the plantations in question. The Trust indicated

in a submission that several non-governmental organisations

had been approached to assist with this process.

The PSA raised concerns that the funds that were available

would only be sustainable for a period of three years and that

members’ job security was at risk after the three-year period.

The Trust proposed that the employer needed to second all

affected employees to the Trust for a period of five years and

be responsible for the remuneration for that period after which

negotiations would continue with affected employees regarding

their future after the expiry of the five-year secondment period.

The PSA rejected the proposed approach and requested that

a meeting be scheduled with the Trust and indicated that sec-

tion 197 of the Labour Relations Act needed to be followed.

Developments will be reported during the next report period.

Further Education and Training Colleges (FETC)

The PSA National Branch for the FETC, which was established

during the previous report period, functioned well. The PSA

was faced with two serious matters affecting the Colleges dur-

ing the report period.

Parity in respect of terms and conditions of employment
Firstly, a collective agreement was signed which brought the

conditions of service of staff members who were appointed by

Colleges on par with the conditions of service of those staff

members appointed in terms of the Public Service Act.

The matter was finalised and the collective agreement was

implemented. No real pro blems were ex  perienced with the im-

plementation of the agreement.

Individual members reported non-implementation of the

agreement but were dealt with as individual matters by the re -

levant PSA Pro  vincial Offices.

Transfer of responsibilities for FETC to DHET 
During the previous report period, the Minister for Higher Edu -

cation introduced the Further Education and Training Amend-
ment Bill via a Government Ga zet te notice for inputs from all

stakeholders. 

The PSA submitted its inputs as part of the Independent

Trade Unions, ge nerally known as (CTU-ATU) in the ELRC.

The PSA therefore did not submit additional inputs in the

GPSSBC in respect of Support Staff as it would have been a

duplication of this process.

The Amendment Bill was promulgated as the FETC Amend-
ment Act, 2012 (Act No 3 of 2012) during the report period,

ma king provision for the DHET to take over the responsibili-

ties of further education in South Africa. All the processes in

terms of the transfer of functions, buildings, equipment, etc.,

were finalised.

The only outstanding matter was the transfer of staff which

needed to be done in terms of section 197 of the Labour Rela-
tions Act (LRA). Parties were by the end of the report period

engaged in discussions/negotiations on the transfer of staff. The

DHET drafted three collective agreements in terms of section

197(6) which make provision for the transfers of Deputy Prin-

cipals, Lecturers and Support Staff separately. The draft col-

lective agreements did not provide for the transfer of all staff

members. It was unclear who would be transferred or not. This

concern was communicated to members who mandated the

PSA not to sign these draft collective agreements, but to insist

on a “lock, stock and barrel” approach as provided for in sec-

tion 197(2) of the LRA. Parties were by the end of the report

period still engaging on the matter.

Parastatals

The PSA also represents members at various parastatal insitu-

tions. Highlights of the events in some of these parastatals are

reflected in this report.

South African Weather
Service (SAWS)

Collective bargain-

ing at this parasta -

tal is regulated by

certain pro vi sions

in the Con sti tu -

tion of the SAWS

Bargaining Fo -

rum. 
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Bar  gaining Forum meetings took place in terms of an agreed-

upon year plan.

Wage negotiations were concluded when parties signed an

agreement with the employer in terms of which employees re-

ceived a 7%-increase across-the-board.

The employer also indicated that it would enter into negoti-

ations with labour in order to comply with the threshold for the

payment of overtime as set out in the BCEA. Negotiations were

underway by the end of the report period to have an agreement

that would cover those employees falling outside the thresh-

old.

National Library of South Africa (NLSA)

Negotiations at the NLSA are regulated by certain provisions

in the Constitution of the Joint Bargaining Forum. 

After negotiations on wages and other substantive matters

for the 2012/2013-financial year, it was agreed that all employ-

ees would receive an increase of 7% across-the-board.

State Information Technology Agency (Sita)

Following a referral of a dispute on Organisational Rights, the

PSA is now recognised as the union representing the majority

of staff members at Sita. 

The PSA was by the end of the report period negotiating a

Constitution for the Sita Bargaining Forum to assist in future

ne gotiations. Furthermore, the PSA tabled a wage demand as

well as other substantive matters for negotiations after consul-

tation with members. Negotiations had not started at the time

of compiling this report, but were expected to commence

shortly. Developments will be reported during the next report

period.

South African Social Security Agency (Sassa)

The Sassa National Bargaining Forum (SNBF) was fully func-

tional during the report period. Discussions took place on a re -

gular basis on matters affecting the interests of members. The

most contentious issues discussed in this Forum are highlighted

in this report.

The implementation of the Sassa “Delegations of Authority”

was discussed at length in meetings

at which the PSA expressed its

dissatisfaction with the man -

 ner in which employees

on salary le vel five

were being utilized

in the Institution.

These officials were performing the verification/approval

function in the past despite what was stated in the Delegations

of Authority. The matter was subsequently tabled at the SNBF

as the “Implementation of Delegation of Authority”. The em-

ployer then advertised 197 posts on salary level seven without

consulting labour on the new qualification requirements. In an

attempt to address this matter, the PSA wrote numerous letters

to the Chief Executive Officer without any success. 

The PSA continued to put pressure on the employer to im-

plement the Delegations of Authority. The employer then uni-

laterally changed the job descriptions of those officials who

were performing Grant Administration duties on salary levels

five and seven without any consultation with labour or the em-

ployees concerned.

The unilateral change to the job descriptions mostly affected

officials on salary level seven. The PSA subsequently sought a

legal opinion wherein it was advised to declare a dispute re-

garding an unfair labour practice relating to demotion. The PSA

declared the dispute and referred it to the CCMA.

Conciliation was held on 1 August 2012 and a certificate of

non resolution was issued. The PSA then referred the matter to

the CCMA for arbitration. Developments will be reported dur-

ing the next report period.

Policies on Disciplinary Code and Procedure, Grievance Pro-

cedure, Performance Management and Development Systems

as well as Recognition Agreement were under review and at

the point of being finalised. Prior to the conclusion of negoti-

ations in this regard, the employer unilaterally implemented a

new Disciplinary Code and Procedure as well as the Grievance

Procedure. The employer, in the case of the Disciplinary Code

and Procedure, took away the right to appeal after the discipli-

nary hearing was completed.

The PSA declared a dispute in respect of the Interpretation

and Application of a Collective Agreement (PHSDSBC Reso-

lution 1/2006). Conciliation was held and a certificate of non-

resolution was issued. The PSA, by the end of the report period,

had referred the matter to the CCMA for arbitration. Develop-

ments will be reported during the next report period.

Public Protector South Africa (OPP)

The Public Protector Bargaining Forum functioned effectively

and the PSA constantly communicated with members to keep

them updated on matters that were being negotiat ed for them.

A Constitution for the OPP Bargaining Forum was being fi-

nalised by the end of the report period. 

The employer consulted labour on a number of draft policies

regulating some of the terms and conditions of employment of

employees at the OPP. All the PSA inputs were incorporated

into the said policies.

A total of seven members of staff were instructed to relocate

to other offices without proper consultation with them. The

PSA insisted that they be consulted on the matter prior to relo-

cation and the employer agreed to a consultation process.

In addition, a fair and reasonable financial compensation for

the transferred staff members was agreed to.
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South African Revenue Service (Sars)

The National Bargaining Forum for Sars addressed a number

of substantive matters. These matters were, amongst others,

the Extended Sick Leave Policy, and the Grading of Team

Leaders. The PSA has a very active negotiating team in the

Forum consisting of full-time shop stewards, led by a chief ne-

gotiator from the PSA Administration. 

The Sars Bargaining Forum was, by the end of the report pe-

riod, engaged in wage negotiations. The process commenced

with labour demanding 9% across-the-board and the employer

offering 5,2 %.

The employer proposed a Wage Policy which was accepted

by labour and the principles that should be included in the said

policy would be contained in an agreement soon to be signed

by parties to the Bargaining Forum.

The Sars embarked on a job evaluation process (Hay Grad-

ing) in 2003 and serious concerns and dissatisfaction regarding

the process that was followed were raised by members. Despite

numerous attempts by the PSA to have the matter arbitrated in

terms of the Sars private arbitration procedures, the employer

kept on frustrating the dispute resolution process. The PSA ap-

pointed an attorney to assist in this matter and the process was

still underway by the end of the report period.

National Health Laboratory Service (NHLS)

Wage agreement 2012 to 2014
The PSA forms part of the HIP (Hospersa, ISA and PSA) al-

liance in the NHLS Bargaining and Labour Relations Forum

in terms of a working-together arrangement.

Together with Nehawu labour does not represent 50% plus

one of the bargaining unit. The PSA took the initiative to con-

solidate labour’s wage demand in order to ensure that it was

formally presented to the employer as per the provisions of the

Constitution of the Forum.

During the report period the wage demand was introduced

and negotiations eventually concluded with the signing of a

three-year agreement for the period 2012 to 2014. The imple-

mentation date was changed from 1 July to 1 April and the in-

crease for 2012 was 6,75%. For the periods 2013 and 2014 the

agreement merely indicated that the increase would be “CPI

plus 1% (as published by Treasury)”.

The PSA submitted proposals on the correct wording with

regard to 2013 and 2014 increases as well as other aspects but,

this was ignored. The PSA cautioned the labour partners

against rushing into an agreement when important aspects were

not clearly addressed, but this also was ignored. The PSA again

could not manage to get a mandate to sign the agreement but,

since Nehawu and two of the alliance partners signed the agree-

ment on behalf of the HIP, it also became binding on PSA

members.

Agency Fee Agreement
The PSA again took the initiative to introduce a draft proposal

for an Agency Fee Agreement as part of the wage demand. Du -

ring wage negotiations it was agreed that this matter would be

defer red to form part of the review process of the Con stitution

of the Fo rum and Organisational Rights Agree ment.

It is en vi saged that it will eventually be included as an An-

nexure to the Con stitution if parties reach agree ment thereon.

Review of Constitution of Forum
and Organisational Rights Agreement
A review process was embarked upon at the insistence of Ne-

hawu. The employer utilised the opportunity to introduce some

proposals of its own such as trying to exclude trade union re -

presentatives who were not in the employ of the NHLS from

attending the Forum. Since most of the labour representatives

in the Forum were in the employ of the NHLS, the PSA was

fighting a lone battle to try and maintain the right of full-time

officials to sit in the Forum.

The employer also tried to change the ba sis for the calculation

of the threshold for representation in the Fo rum and again the

PSA had to fight this and provide guidance to the la bour partners

about the implications.

This was crucial to ensure that the PSA retained its member-

ship of the Forum. The employer had again threatened not to

implement the wage agreement for the HIP until such time as

all the partners had signed. ISA signed first and its members

then started to put pressure on the PSA and Hospersa to sign.

This struggle damaged the relationship and the proposal from

the employer on the threshold at face value seemed like a so-

lution for ISA to break free from the alliance but, the PSA ex-

posed this to the labour partners and for the time being

ma  naged to convince par ties to retain the current threshold.

By the end of the report period the review of the do cuments

had not been finalised. Developments will be reported during

the next report period.

Group Branch

Public Service Pensioners

The PSA, apart from its service to in-service public sector em-

ployees, also offers a unique home to retired members. These

members are accommodated in the PSA’s Group Branch Public

Service Pensioners.

For the Group Branch, it was in many respects a unique pe-

riod covered by this report. One of the highlights was the ce -

lebration of its 50th birthday.

Various changes were effected

to the Pensions Act and its

Rules during the past

year, for example the

“Clean-Break” prin-

ciple took effect on

1 December 2011. 

Content ANNUAL 2013 FINAL_Layout 1  2013/10/17  2:07 PM  Page 27



24.

The principle has the effect that any pension benefits due to

a former spouse immediately be paid out after the divorce and

not when the member leaves the Government Employees

 Pen sion Fund (GEPF). Former spouses have al rea dy made use of

this stipulation in the Act.
One of the amendments to the Act, which was a head ache to

the Group Branch, was the one which allowed a member to in-

crease the spouse’s pension from 50% to 75%. This was not a

new amendment, but pensioners who were excluded from this

before were allowed to take part therein as from 1 April 2012.

The en try date chang ed from 30 September 2012 to 31 Decem-

ber 2012. This concession is not to be confused with the actions

of the pensioners to bring about a 75% adjustment by the Pen-

sion Fund.

The Group Branch welcomed the fact that the funeral be nefit

of R7 500 would now be applicable to all pensioners and not

only to pensioners who retired after 1 December 2002. Some

problems with the implementation thereof were solv ed to a

great extent. Members encountering pro blems with this are ad-

vised to contact the Group Branch.

The following was also reported by the Group Branch re-

garding the Pension Fund:

• In the past many problems were encountered regarding the

date on which pensions were paid. The Group Branch, over

a long period, did its best for the accomplishment of a suit-

able solution. It even tually resulted in the payment schedule

which was publish ed in the April 2012 GEPF News.

• Service by the call centre was poor. The know ledge of some

of the staff about their task was poor. Telephones were not

answered or calls were transferred repeatedly until the call

was later simply ended. Steps were being ta ken to improve

the situation.

• Faulty forms did not receive urgent attention, which led to 

delays in the payment of benefits. The fact that mem bers of

the Group Branch were on a re gular basis in touch with the

GPAA (Go vernment Pensions Admini stration Agen cy), 

which is the Ad ministrator of the Pen sion Fund, eased the 

situation.

One of the problems with which the Group Branch was con-

fronted, was the fact that skillful PSA staff had to retire. It is a

fact that such skill is not easily obtained which made some

cases difficult to handle. In attempting to address this pro blem,

a temporary solution was found.

The National Treasury decided to transfer all prior-to 1 July

1992 pensioners (17 000) from Medihelp to the Government

Employees Medical Scheme (Gems) from 1 July 2012. The

Group Branch requested the PSA to determine the legal posi-

tion of these members. It was found that the National Treasury

had acted within its power. The Group Branch assisted these

members where it was requested to do so. Contact was made

with Gems to assist in easing the process. The transfer of these

members from Me dihelp to Gems did not change their Group

Branch mem bership.

By the end of the report period, attention was being given -

as a result of the King III directions - to provide an extra pen-

sioner’s trustee member, which would have the result that two

trustee members would in future serve on the Board of Trust -

ees.

In 2011, the number of Public Service pensioners was

345 492 with 1 242 000 active members. The latest figures

reflect a total of 360 799 pensioners and 1 270 298 active mem-

bers, amounting to a notable increase.

PSA membership fees adjustment over the last few years had

been a problem which caused members to resign because they

could not afford the high fees any longer. An increasing number

of members approached the Group Branch for assistance. This

could become serious if not managed well. In respect of the

membership fee adjustment, a formula was by the end of the

report period under consi deration which might be more con-

sumer friendly. Senior of ficials of the PSA were giving their

assistance.

The Chairperson of the Group Branch, Hennie Koekemoer,

pointed out during a members’ meeting that two factors would

determine the future of the Group Branch, namely age would,

within the next few years, force the present group of pensioners

serving on the management to terminate their service. The big -

gest chal lenge for the Group Branch would be to involve future

pensioners in its activities.

The apathetic at titude of pensioners will have to change and

the lack of real interest will have to be overcome. A new way

of thinking is required to ensure a heritage.

Provincial

service-delivery overview

The PSA’s interaction with members by means of its twelve

Provincial Offices represents a core function of the Union. The

main activities in this regard during the report period are re-

flected.

Eastern Cape

In the Eastern Cape the PSA brought a successful urgent ap-

plication at the Labour Court in Port Elizabeth on 18 March

2011 with a view to prevent the Department of Health from

continuing with deductions from members’ salaries as a result

of alleged incorrect rank promotions and to revert back to a

meaningful and constructive consultative process. The em-

ployer was forced to reverse all Human Resource Organising

Project Team (HROPT) deductions and restored the salary le -

vels of affected employees with effect from 15 April 2011.

The Department of Health was in breach of the Court Order

in that the various letters issued to members were still not in-

dicating motivated reasons for the alleged unlawful promotion.

The PSA observed that the information in personnel files was

incomplete in that no information relating to their promotion

was available. Various discussions took place between senior

counsel of parties and the PSA took a clear stance that the em-

ployer was not in compliance with the Court Order. An agree-

ment was reached between the PSA and the Department of

Health that affected members’ salaries would be reverted back

to the correct salary notch and that members would pay R100

per month with regards to the overpaid amount. Their pensions

would be protected against any overpayment claims.
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During the 2010-strike action in the Public Service the De-

partment of Education deducted leave without pay from all

members employed by the Department, regardless of whether

they participated in the strike action or not. The PSA obtained

an urgent interim relieve order in the Labour Court and the De-

partment was ordered to refund all PSA members who did not

participate in the strike action.

As far as the Bargaining Chambers are concerned, the

GPSSBC had four Chamber meetings during the report period.

This Chamber was functional and agenda items were attended

to by the employer.

The PHSDSBC had three Chamber meetings as well as two

Special Chamber meetings. This Chamber was not functional

as agenda items remained unresolved for extended periods.

Owing to the fact that the Department of Health was under

budgetary constraints and not complying with employees’

basic service conditions, a large number of agenda items in this

regard remain unresolved.

The PSCBC was functional and had three Chamber meetings

during the report period. The PSA submitted the most agenda

items and the employer complied with instructions of the

Chamber.

Various members were also assisted by the Provincial Office

in Port Elizabeth on an individual basis during the report pe-

riod, with a number of cases highlighted in this report. In one

case, a member was on sick leave for 23 days (non-consecutive

periods) and the Department effected leave without pay on his

salary. The member lodged a grie vance, requesting the Depart-

ment to convert the unpaid leave to paid leave by using his 38

days capped leave for which approval was granted. However,

the employer failed to give effect to the approval despite the

member taking the matter up with the correct official channels

of communication. The member eventually came to the PSA

for assistance. The PSA, by means of an attorney, sent a letter

of demand to the Department to pay the member within 21

days. The Department then reversed the member’s unpaid

leave into paid leave and he received leave without pay reco -

very amounting to some R11 789. 

A member applied for encashment of ten days and a service

certificate after he completed 20 years of service with the De-

partment in 2012. The Department did not respond to the mem-

ber’s application and he subsequently lodged a grievance. After

expiry of 30 working days since the member submitted the

grievance, the PSA sent a letter of demand to the Department

to effect payment within 21 days. The Department eventually

complied and paid the member some R7 916 in November

2012.     

Two members employed by the Sars as Customs Officials

were dismissed after a disciplinary hearing and also failed in

their appeal with effect from 1 November 2011. They had been

charged with corruption and transgression of company rules,

policies and procedures. The matter was referred to the CCMA

as an unfair dismissal for arbitration since conciliation failed.

The matter was arbitrated for several days and ultimately the

award was in the PSA’s favour, declaring the dismissal of both

members as from 1 November 2011 as substantively unfair and

setting these aside. The Sars was ordered to reinstate the mem-

bers in their posts and pay each member (in terms of backpay)

the amount of R152 136,72. 

A member at Eastern Cape Parks and Tourism was charged

with gross negligence after being involved in an accident and

damaging the company vehicle as he was driving the vehicle

at 80 km/h on a road with a speed limit of 30 km/h. At the dis-

ciplinary hearing the presiding officer insisted on a visit to the

accident site to confirm the speed limit and the condition of

the road. At the site it was clear that the road was not suitable

for speeds above 30 km/h. During the hearing, the mem ber

pleaded guilty. This worked in his favour as it was also a first

offence and the employer still trusted him by giving him a ve-

hicle to drive after the accident. All factors were taken into ac-

count by the presiding officer and the member received a final

written warning.

A member at the Department of Education retired in October

2012. In December 2012 he complained to the PSA that the

employer had never processed his application and as a result

his benefits had not been paid to him as expected in December

2012. The PSA wrote the letter of demand to the Department

and gave an ultimatum to process the member’s pension ben-

efits. The employer responded and promised to pay the mem-

ber within two months with which it complied. The member

received what was due to him in terms of his gratuity and pen-

sion benefits in March 2013.

The PSA’s Provincial Office in Mthatha, despite additional

assistance rendered by full-time shop stewards, had to deal

with not only an increased workload, but also various addi-

tional challenges during the report period. Members were,

however, in the majority of cases successfully represented and

assisted with bi-laterals, grievances, disputes and disciplinary

hearings.

The PSA Provincial Manager represented the PSA at the

PSCBC. Proper communication with members, shop stewards

and structures remained of paramount importance. 

Free State

The PSA’s Free State Provincial Office in Bloemfontein had a

high rate of successes in the various fields of its operational

scope during the report period. A total of 17 590 enquiries

were, for example, received from PSA members via telephone,

fax, phy sical visits to the Provincial Office and/or e-mails, all

of which were handled by the staff with great success.   

The Provincial Office distributed all relevant information to

members via e-mail. For the report period, 184 536 e-mails

were sent to members to update them. 

The Office identified a core group of capable shop stewards

who primarily focus on assisting PSA members with grie -

vances and disciplinary hearings. A total of 179 members were

successfully represented by shop stewards in disciplinary hear-

ings and 229 members with grievances during the report pe-

riod.

The Office’s Labour Relations Officers, who primarily fo-

cused on assistance with disciplinary hearings and arbitrations,

assisted 102 members in disciplinary hearings and 279 mem-

bers with grievances during the report period. In the process,

shop stewards and staff travelled more than 31 000 km during

this time.
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In respect of a arbitrations, 509 members were assisted by

PSA Labour Relations Officers with a success rate of 97%

being maintained. Several successes led to PSA members being

reinstated after dismissal or receiving compensation. The esti-

mated monetary value of arbitration awards received in favour

of PSA members during the report period was R3 785 900.

The Office also successfully declared disputes in cases where

the employer did not comply with PSCBC Resolution 1/2007,

for example the non-payment of overtime (the SAPS and se -

veral provincial departments).

The Department of Health, by not correctly implementing

overtime payment in terms of PSCBC Resolution 1/2007 for

members in EMS, was ordered by the Commissioner to pay

over R8 million. In a few cases the PSA also successfully en-

sured that the employer applied the job evaluation system. Re-

garding the employer’s reluctance to comply with PSCBC

Resolution 14/2002 (grievances), the Office was identified by

the PSCBC and the DPSA as the Office with the most disputes

relating to the employer’s non-compliance. 

In respect of collective matters, the PSA was responsible for

more than 96% of all agenda items sponsored in the various

bargaining chambers/forums during the report period and had

a 100%-attendance rate, whilst other unions had a 85%-atten-

dance rate. Some of the collective matters, as raised by the PSA

during the report period, are highlighted in this report.

Non-compliance with Act 56 of 2001
(Regulation of the Private Security Industry)
The PSA pointed out that none of the provincial departments

complied with the registration requirements as envisaged in

section 42 of the Act (only the SAPS, SANDF and National

Intelligence Services are exempted in the execution of their

services/duties). The employer later confirmed that, despite the

fact that whilst initially only one or two provincial departments

re gistered, all provincial departments did comply with the re -

gistration requirements and training was being done.

Monitoring of implementation: PSCBC Resolution 3/2009 -
Pay Progression and Career Pathing for employees who
will not receive an OSD (salary levels one to twelve)
The PSA requested a written report on the progress made by

provincial departments in terms of implementing PSCBC Re -

solution 3/2009 (implemented with effect from 1 April 2010).

The employer reported that the said Resolution was imple-

mented or was in the process of being implemented in all de-

partments. Based on the feedback received, which was not

ac ceptable to the PSA, members were requested to imme dia -

te ly register formal grievances if the process had not been fi-

nalised. A total of 63 members successfully registered

grie vances. 

Conscientious objection and terminations of pregnancy
(TOP)
In an attempt to find solutions to the practical problems faced

by PSA members who have moral and religious objection to

performing terminations of pregnancy, the matter was tabled

by the PSA on behalf of such a group of doctors and nurses and

the proposals from the PSA were positively met by the em-

ployer.

Ultimately, as a direct result of the PSA’s inputs and involve-

ment, the matter was echoed at national level where the Mi -

nister of Health established a national task team to deal with

it. This task team distributed a document: “Working Document

National Department of Health Policy Guidelines for the Im-

plementation of Medical Termination of Pregnancy MTOP”.

The PSA provided comprehensive inputs on the national task

team’s document for consideration. 

Non-provisioning of uniforms to Nursing and Security staff
The PSA registered its concern that Nursing and Security staff

were still complaining that they had not received uniforms at

various Health institutions and that the employer would pro-

vide a comprehensive report per Health institution regarding

the provisioning of uniforms, including protective uniforms.

PSA members were, in the meantime, requested to provide as

a matter of urgency, the names and detail of officials who had

not received any uniform over the past year for a possible re-

fund/in-depth investigation. Only a few members responded

and their names were forwarded to the employer. PSA mem-

bers were again requested to immediately register formal grie -

vances and provide the PSA with copies of the grievances, but

none were received. 

Safety at workplaces: All institutions under control
of Departments of Health and Social Development
The PSA indicated, as a general complaint from staff and pa-

tients, that workplaces were not safe enough during normal

working hours. During night shifts, the position was even

worse. Several workplaces were mentioned and the PSA also

indicated that there was a lack in clearing the role and functions

of Security staff. The same position prevailed in institutions of

the Department of Social Development. It was decided that the

employer would table a comprehensive report per institution

with regard to the safety situation. Eventually, the employer

decided to appoint more than 300 additional security staff

members. The PSA was by the end of the report period moni-

toring the success thereof. 

New Government Mortuary in Bloemfontein 
The PSA registered its concerns in the Chamber around the

building that was not suitable for the work staff had to perform,

as well as the non-provisioning of equipment. As a result of the

PSA’s intervention, all these problems were attended to.

Guidelines for establishment and resuscitation
of Union-Management Committees as institutions 
The Department of Health decided unilaterally to continue to

establish Union-Management Committees at institutions. The

PSA could not find enabling powers in the Constitution of the

PHSDSBC that made provision for any party to the Chamber

(including the employer) to create/establish additional struc-

tures for consultation other than those mentioned therein. 

The employer indicated that it acted within its right to create

the said structures which was supported by Nehawu and Hos-

persa. The Secretary as well as a member of the Council, how-

ever, indicated that the PSA was correct in its interpretation of

the Council’s constitution and confirmed that the matter was

referred to the EXCO of the PHSDSBC for clarity.
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Critical shortage of staff: Neonatal high care at maternity -
Universitas Academic Hospital
The PSA pointed out that the international acceptable ratio for

neonatal high care was one Sister to three babies. The ratio at

the Hospital was one to five (mornings) and one to eight

(nights).

This alarming situation was unsuccessfully discussed with

seniors on numerous occasions and staff members were not

prepared to take the responsibility for any medical-legal con-

sequences that might result from this situation. The PSA there -

fore requested the employer to urgently attend to this critical

shortage and appraise the PSA regarding actions taken. The

employer indicated that it would finalise its report in this re-

gard for discussion in the next Chamber meeting scheduled for

May 2013. 

Irregular application and implementation:
OSD for Nursing staff 
It was brought to the PSA’s attention that the employer fol-

lowed an implementation process regarding Nurses in identi-

fied specialities whereby Nurses were correctly identified,

re munerated and placed according to their speciality qualifi-

cation/grandfather clause. Unfortunately, owing to the em ploy -

er’s rotation policy, Nurses in specialities were requested to

ro tate to non-speciality areas whilst they still were paid accord-

ing to their field of speciality. Non-speciality Nurses, who were

rotated to fields of speciality, did not receive the additional re-

muneration associated with specialities, whilst they performed

the duties of specialised nursing. The PSA was therefore of the

opinion that the employer should comply in full with the OSD

requirements and utilize Nurses according to their OSD place-

ment. The employer indicated that this matter was also of con-

cern to it and that it would be forwarded to national level

(DPSA and National Department of Health) for consideration.

The employer indicated, however, that it could not pay those

staff. By the end of the report period the matter remained on

the agenda for feedback.

Nursing training selection criteria 
The PSA pointed out that the employer annually identified a

specific number of Nursing Assistants to do a staff nurse course

and Staff Nurses to do the bridging course at identified nursing

colleges. The PSA indicated that the different hospitals applied

different selection criteria which led to dissatisfaction amongst

candidates who were competing to do the training courses. In

order to avoid unhappiness and grievances from employees,

the PSA proposed uniform selection criteria. The employer was

in agreement with the PSA’s view. A draft was to be provided

to labour, but the employer then indicated that it needed more

time to respond as the matter was dealt with in the Skills De-

velopment Committee and the latter’s report was being

awaited.

Skills development: Non-provisioning of funds
to attend international medical congresses 
The PSA indicated that medical specialists were not being con-

sidered and assisted in terms of the skills development pro-

gramme of the Department to be updated on de velopments in

their respective, highly-specialised medical fields where they

had to compete with national and international counterparts.

The only way in which they could be assisted was by attend-

ing international congresses. They were excluded from doing

so whilst, based on their performance contracts, they were sup-

posed to attend such congresses. The PSA requested the em-

ployer to give urgent attention to the matter and provide the

PSA with a progress report. The employer indicated that it was

compiling a final provincial policy regulating this matter  and

would provide the draft policy document to the PSA for inputs. 

Gauteng

The PSA’s Provincial Office in Johannesburg successfully re -

presented numerous members in misconduct hearings, utilising

well-trained shop stewards in the workplaces. Members were

also represented in cases that related, amongst others, to per-

formance bonus issues, acting allowances, incorrect salary pay-

ments, OSD-implementation cases, overtime payments, etc.

A total of eight full-time shop stewards were integrated into

the Office which resulted in an increased capacity and enhanc -

ed service delivery to members. With their help and assistance

the turnaround time for norms and standards could be adhered

to as per operational plan. Members also reacted positively

when the PSA responded to them within a shorter timeframe.

A third Labour Relations Officer was appointed and more

members could be responded to within a shorter period of time.

During the report period, the Office attended collective bar-

gaining meetings in the Gauteng Provincial Sectoral Chambers

as well as sub structures. The PSA submitted the majority of

the items for the agendas. The amalgamation and the demerger

of various provincial departments were discussed. The PSA

gave extensive inputs on the new staff establishments which

were mostly incorporated in the new structures, for example,

the Gauteng Departments of Roads and Transport, Infrastruc-

ture Development, and Health and Social De ve lo pment. In the

Gauteng Department of Infrastructure Development the PSA

succeeded in getting all the contract workers absorbed into per-

manent posts.

The PSA’s Provincial Office in Pretoria focused more in-

tensely on the commitment and involvement of representatives

during the report period. The Office had five full-time shop

stewards, who rendered assistance to both the liaison and la -

bour relations components. They were placed at service areas

closer to their homes in order to minimise travelling costs and

bringing service closer to members. Their commitment con-

tributed tremendously to the growth and service delivery of the

Office.

During the report period, Liaison Officers and full-time shop

stewards visited and addressed 45 035 employees of which 28 258

were existing members, and 3 203 were new recruits. In the

process, a distance of 103 617 km was travelled.

The Rights Section handled 20 713 general enquiries and

personal interviews. A total of 1 933 new cases were received.

In addition, 123 conciliation board meetings were attended and

187 arbitrations were handled. A total of 355 disciplinary hear-

ings were handled and 1 418 formal grievance were dealt with.

In addition, 26 new and pending cases were finalised. A total

of 102 bargaining-related meetings were attended. In the pro -

cess, a distance of 16 846 km was travelled.
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As a result of these efforts, the number of membership can-

cellations and complaints regarding service delivery declined

and by interviewing members who cancelled, the Office man-

aged to turn around a few such cases.

The special events hosted by the Office also contributed to

its success. Open days, various recruitment drives and celebra-

tions, and an inter-sectorial meeting, joining Johannesburg and

Pretoria, supported by various recruitment items, were under-

taken. On Public Service Day, the Office  served soup to mem-

bers working night shift at Steve Biko Academic Hospital in

Pre toria.

In respect of collective bargaining, negotiations at SASSETA

started in November 2011, resulting in an agreement being

reached in March 2012. The following salary increases were

implemented with effect from 1 April 2012: Heads of Depart-

ment - 8%, Senior Practitioners - 8,5%, Practitioners and su-

pervisors - 9%. All other administrative staff received 9,5%.

Financial constraints resulted in the closure of the Restora-

tive Justice Centre, which meant a loss of 21 members for the

PSA.

KwaZulu-Natal

The core function of the Union is to protect the rights and pro-

mote interests of members. The PSA’s Provincial Office in

Durban during the latter part of 2010 and 2012 became aware

of a growing notion amongst members that they were not being

serviced adequately. The resignation of members at an unac-

ceptable rate was testimony to this. After numerous meetings

with staff, structures and shop stewards, the Office effected a

turnaround by ensuring that members’ enquiries and problems

were attended to timeously and professionally. The number of

complaints decreased dramatically during the report period.

In respect of collective bargaining, the PSA was the front

runner during the report period when it came to matters of mu-

tual interest. The PSA is the only Union that constantly at-

tended all Chamber meetings and regularly placed items on the

agendas all Chambers.

Emanating from these Chamber meetings, the PSA was in-

volved in several bilateral meetings which resolved a number

of issues on the agenda of Chamber meetings. The Office also

made great strides in ensuring that Chairpersons and full-time

shop stewards attend all Chamber meetings thereby ensuring

that they are informed of deve lopments.

The Office, in the past did not uti-

lize full-time shop stewards

effectively to alleviate the

workload of Labour Re -

lations Officers. A plan

was put in place with

admin i s t r a t ive

sup port and men-

toring, enabling

shop stewards to

function more

ef   fec tively and

add ing to the ca-

pacity of the Of-

fice.

A small core group of shop stewards al so started assisting

the Office with grievances and enquiries.

Serious efforts were by the end of the report period underway

to ensure that every department was equipped with an active

shop steward.

The communication process in the Office also received seri-

ously attention. In the past the burden was solely placed on Li-

aison Officers to distribute information to members. This was

changed with emphasis being placed on establishing a so lid

database of shop stewards and also of members wishing to re-

ceive information electronically. This initiative rendered the

required results and greatly improved the flow of information.

Labour Relations Officers were also involved in the distri -

bution of information as when attending grievances or hearings

at departments, they dropped of newsletters with shop ste wards

The PSA’s Provincial Office in Pietermaritzburg had to deal

with an increased workload as well as various challenges du -

ring the report period. The Labour Relations Officers, in the

majority of cases, successfully represented and assisted mem-

bers in bilaterals, grie vances, disputes and disciplinary hear-

ings. Office assistance was also rendered to members by the

Senior Clerks.

The Office submitted agenda items with the assistance of

labour relations staff, full-time shop stewards, shop stewards

and members for discussion at the three Provincial Bargaining

Chambers, i.e. the KwaZulu-Natal (KZN) PSCBC, KZN GP -

SSBC and KZN PHSDSBC. The PSA again maintained its out-

right majority in the KZN GPSSBC.  

The PSA Provincial Manager remained the Chairperson of

the KZN PSCBC and also represented the PSA at the PSCBC’s

Annual General Meeting in Gauteng on 18 June 2012. He fur-

thermore chaired  Pensions Restructuring Task Team meetings

until 20 March 2012 in his capacity as Chairperson of the KZN

PSCBC. The PSA, as in the past, was the Union that submitted

the majority of agenda items from the side of labour. The PSA

actively participated in negotiations and led the way in respect

of task teams and labour caucuses.

Proper communication with members, shop stewards and

structures remained of paramount importance. During the re-

port period the Office issued several newsletters and made con-

tributions to the PSA magazine.  

Limpopo

The PSA’s Provincial Office, based in Polokwane, during the

report period attended to the Limpopo Chamber of the PHS-

DSBC where the storage and transportation of medication in

mobile clinics was a matter of utmost concern based on a lack

of proper compartments for medicine, equipment and waste in

the mobile units which compromised infection control as well

as health and safety requirements in these clinics. This matter

was not resolved by the end of the report period, but the PSA

will persist until satisfied that pharmaceutical standards for

storage have been met.

EMS personnel were working without proper uniforms and

protective clothing which compromised their safety at accident

scenes.
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The PSA tabled this matter in the Chamber and after some

deliberation, the employer admitted that there was a shortage

and gave an undertaking to correct this.

By the end of the report period, some uniforms and protec-

tive items had been issued to employees. The item would, how-

ever, remain on the agenda until the employer has issued all

outstanding clothing and/or protective gear.

The outsourcing of catering services at Health institutions is

of grave concern to the PSA. The matter was subsequently

tabled at the Chamber and the employer undertook to review

it and seek an amicable solution to avoid possible job losses. A

final decision had not been taken by the end of the report pe-

riod.

The chronic shortage of support staff at hospitals is jeopar-

dising service delivery. The PSA tabled this matter and the em-

ployer, in response, blamed it on the fact that it was under ad -

ministration. The employer agreed to attempt to at least get

some critical administrative posts filled. Progress would be re-

ported at the next meeting of the Chamber.

It was confirmed at the Annual General Meeting of the

Limpopo Chamber of the GPSSBC on 5 October 2012 that the

PSA had the majority of members with a vote weight of 51,84%.

The Department of Roads and Transport implemented a new

shift system for Traffic Officers without prior consultation in

this Chamber. At the insistence of the PSA, the matter was

placed on the agenda and subsequently meaningful consulta-

tion took place. The concerns and reservations of members

could be tabled and resolved as far as possible.

It came to the attention of the PSA in late 2012 that the De-

partment of Environment and Tourism was on the verge of

transferring all state-owned nature reserves to the Limpopo

Tourism Agency. The circular announcing this transfer was

subsequently withdrawn and the matter was to be dealt with in

the Chamber.

The PSA received a complaint from 112 members appointed

in the Department of Education on contract to the effect that

they had never been paid the 37% in lieu of benefits as per

PSCBC Resolution 1/2007. At a meeting of the Limpopo

Cham ber of the PSCBC the employer admitted that it had erred

and was indebted to employees on contract. An amount of

some R3,5 million was eventually paid by the employer to em-

ployees who had been serving on contract since the implemen-

tation of the Resolution.

Mpumalanga

The PSA’s Provincial Office in Nelspruit experienced a good

success rate during the report period in respect of disciplinary

hearings where a group of shop stewards and full-time shop

stewards represented members and rendered valuable ser   vices.

Several cases were referred to the Labour Court for either

enforcement of arbitration awards or setting aside of awards.

A number of cases were still pending by the end of the report

period.

Various members benefitted financially based on the PSA’s

in tervention in their cases, especially at the Department of Cor-

rectional Services where members’ demotions were overturned

by the Labour Court.

The PSCBC, GPSSBC and the PHSDSBC were functioning

well during the report period. The PSA submitted items for the

agendas and dominated in discussions. There was, however, a

continued challenge in the PHSDSBC in respect of the OSD

for Nurses. In some instances the Provincial Government is-

sued letters to employees stating that they had been overpaid.

This action was, however, stopped after the PSA intervened.

The PSA also issued a request to members regarding the

PMDS Policy for a mandate to sign in the PSCBC in the Pro -

vince and the matter was finalised.

Northern Cape

In support of a constant approach to both retention and recruit-

ment, the PSA’s Provincial Office, based in Kimberley, from a

service-delivery approach adopted two slogans which were

con veyed to all stakeholders, i.e. “Recruitment through service

delivery” and “Marketing is too important to be left only to the

marketing personnel”. This was a resonated point of all discus-

sions during the report period which resulted in a paradigm

shift with staff, shop stewards and Chairpersons.

At the core of all endeavours was a concerted effort to utilize

all communication media aimed at efficiency, economy and

wider communication. 

The approach of shop steward accountability was a corner-

stone of the Office’s success coupled with sincere attempts at

rectifying mistakes and enhancing the competitive edge at all

fronts. 

Cooperation between the liaison and labour relations com-

ponent revived the credibility of the Office as a main stake-

holder in collective bargaining matters. Additions to the staff

compliment of the Office made a huge contribution towards

ser vice delivery. In addition, persistent, timeous, and aggres-

sive dissemination of information by means of newsletters,

email, fax and cell phone facilities ensured direct contact with

members through their respective constituencies.

All structures were, during the report period, kept informed

of initiatives by the Office. Invol ve ment and account a b ility, ac-

cording to the Congress Resolution, was encouraged through-

out.

North West

Service delivery to members by the

PSA’s Provincial Office in

Mafikeng improved sub-

stantially during the re-

port period owing to

various reasons. 
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Assistance from full-time shop stewards in executing liaison

and labour relations work contributed positively towards ser -

vice delivery. Assistance from shop stewards with disciplinary

hearings, grievances and recruitment improved drastically.

Complaints from members decreased owing to the commit-

ment of staff, shop stewards and full-time shop stewards. The

Office was, however, still dealing with a challenge whereby

not all shop stewards were willing to assist members.

The Office’s labour relations staff, full-time shop stewards

and some shop stewards did a sterling job by winning the ma-

jority of disputes and disciplinary hearings during the report

period. An amount of some R600 000 was obtained in mone-

tary value for members in the process.

The PSA contributed meaningfully in all Provincial Cham-

bers and maintained its majority status in the GPSSBC Cham-

ber. Momentum was steadily gained in the PHSDSBC with the

gap increasingly being closed in this Sector. The PSA contri -

buted meaningfully in all Provincial Chambers. Elections were

conducted for Branches and Committees and all structures

were revived.  

Active participation and involvement of the PSA in various

Chambers yielded positive results. This was clearly illustrated

when shop stewards of two parastatal institutions, namely the

North West Development Corporation (NWDC) and Mmabana

Arts and Culture, invited PSA to do presentations to members.

The PSA later took control of the NWDC from Saccawu and

Nehawu and became the majority Union organising there. On

20 July 2012 a recognition and procedural agreement was

signed by the PSA and NWDC. By the end of the report period,

the PSA was about to conclude an agreement with Mmabana

Arts and Culture based on a 58%-majority status.  

Western Cape

During the report period staff at the PSA’s Office in Cape

Town, full-time shop stewards and other shop stewards assisted

ten members in new Court cases, 152 members in arbitrations,

167 in conciliation boards and 205 members in disciplinary

matters. These numbers show a decline in Court cases and a

30% decline in disciplinary hearings but an increase in arbitra-

tions and conciliations. 

The PSA, with the active assistance of structures, also fur-

thered the interests of members by participating in more than

93 bargaining meetings, representing a 60% increase from the

previous year. This serves as testi-

mony of the Office’s increased

collective bargaining ac-

tivities in ensuring that

not only the rights of

members are pro -

tect ed, but also

fur  thering their

in terests in their

employment re-

lationship.

The mentioned services were rendered by a well-functioning

and knowledgeable team of PSA staff, full-time shop stewards

and office bearers and a growing group of shop stewards.

Communication

In a fast-paced society driven by technology and modern

media, people are increasingly looking for more information

with shorter turnaround times. The PSA’s communications of-

fering to members is structured and integrated with reality in

mind. The various services offered are aimed at reaching the

widest possible audience.

During the period under review, the PSA continued to pu -

blish its free bi-monthly magazine, which is recognized as an

important information, marketing and branding channel. The

six editions of the magazine are posted to each member and

members therefore rely on the magazine as an information link

with the Union. Shop stewards and liaison officers utilize the

magazine during recruitment and also use the topical articles

as a reference tool. Recruitment competitions in the magazine,

aimed at instilling a culture of recruitment amongst members,

rendered positive results during the report period with just

under 1 000 new members being recruited in this way.

Members are once again urged to ensure that the PSA has

their correct postal address on record in order to ensure that

they receive the PSA magazine.

The PSA is committed to keeping members fully-informed

regarding developments in their specific workplace. The PSA’s

electronic newsletter Informus, which is distributed to members

via email, serves as the main channel for communication with

members in this regard. It provides up-to-date details on the

PSA’s efforts in the protection and promotion of members’

workplace rights and interests, collective bargaining develop-

ments, and also serves to requests members’ inputs and man-

dates on such issues. In total, 416 editions of the newsletter

were published during the report period.  

Cellphone communications offers the PSA immediate and

targeted access to the majority of its members. The PSA there-

fore actively pursues this channel to engage with members and

74 such messages (compared to 40 during the previous report

period) were issued to various grouping of members during the

report period.

The PSA’s mobile site (http://ePSA.gvim.mobi/) experienced

a sustained level of interest and will be enhanced during the

co ming year to provide members with a more comprehensive

service.

The PSA’s website, www.psa.co.za, carries a comprehensive

bundle of information, events, an enquiry link, and other infor-

mation, and enjoyed steady support. More than 80 923 unique

visitors were recorded during the report period.

The electronic helpdesk, ask@psa.co.za, also provides mem-

bers with a channel to lodge enquiries and received a sustained

level of communication from members.
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The Union’s shop stewards are regarded as important links

with members. The PSA therefore produces the PSA Link, an

electronic newsletter specifically aimed at supporting shop

stewards. Three editions of this newsletter were published dur-

ing the report period.

The PSA experienced a fair level of print and broadcast me -

dia coverage, mainly in response to media statements (18 in

total) that were issued on a variety of topics affecting members

both on provincial and national level.

The PSA realizes the importance of promoting the Union

through active interventions and in this regard a national out-

door, electronic advertisement campaign at more than 40 points

across the country was launched from 20 to 23 June 2012 to

coincide with Public Ser vice Day on 23 June 2012. This inter-

vention effectively exposed the PSA brand to hundreds of thou-

sands of commuters across the country as the PSA thanked

public servants for their role in building our country.

The PSA, in search of service excellence to members, will

continue to explore emerging communication channels that

best serve the needs of members.

Fringe benefits

In addition to its services to members in line with its core busi-

ness of protecting and promoting their rights and interests in

the workplace, the PSA also offers a range of national and pro -

vincial fringe benefits to members.

These benefits are in the form of exclusive products or dis-

counted rates to place them in a better bargaining position than

the general public. The PSA has a close relationship with its

bu siness partners at a provincial level where they are also ac-

tively involved in many PSA activities, including joint social

responsibility initiatives.

During the report period, new national fringe benefits were

negotiated with existing business partners. The Assupol pro -

duct range was extended on 2 November 2012 with an Inkomo-
provider product. This product is marketed by Maxi Group
Schemes as a stand-alone product to provide cattle for the fu-

neral service supplied by Kanhym. Tombstone cover and ve-

hicle hire can be added to the Inkomo product at a low, ad -

ditional cost. Liberty stopped the marketing of the current life

product, but added a new life product to a maximum benefit of

R250 000 and an investment product on 30 October 2012.

These products are marketed by Maxi Group Schemes. Maha -
la added a value package on 26 June 2012 for the Funeral Life -

style product underwritten by Hollard. The product includes

medical and legal advice, veggie benefit, school uniforms, ele -

trosure, and a local butchery benefit.

Dignity con cluded a deal on 26 February 2013 to provide an

Izinkomo product (cattle for the funeral) to the value of  R7 000

linked to a funeral policy. This product is underwritten by As-
supol and the cattle are provided by Kanhym. On 31 January

2013, Metropolitan added a voluntary shopping benefit to its

existing funeral plan at additional cost that can be redeemed at

any Shoprite or Check  ers. The value ranges between R9 000 and

R18 000, depending of the policy-holder’s choice.

The PSA Short-term Insurance Scheme has 5 380 members.

The facility is insured by Zurich and was administrated by

Mustofin Insurance Brokers until 31 March 2013. The PSA

also has a short-term insurance contract with Indwe, the largest

independent short-term insurance broker.

Funeral schemes and services are available through Avbob,

Assupol, Channel Life, Dignity, Hollard, Old Mutual, Metro -
politan, Zisekele, and Sanlam.

Assurance and other products are available from Old Mu-
tual, AIG, Metropolitan, Tsala, Assupol, Sanlam and Maxi
Group Schemes. 

Doves and Avbob render funeral services to PSA members,

their spouse or next of kin, at discounted rates. 

WeavaCell supplies affordable options for cell phones.

Legal services are provided by Community Legal Clinic to

PSA mem bers and their family.

Emergency rescue services with the Automobile Association
(AA) provide a comprehensive range of membership options

at discounted rates as well as a cash-back reward program from

the AA’s travel, lifestyle, auto and shopping partners.

As far as health care is concerned, AIG provides unique hos-

pital cash plans and accident benefits.

An agreement with Barloworld Motors provides free on-the-

road charges to members (license, registration cost, delivery

cost, pre-delivery inspection cost and number plates).

Centre Chain provides comprehensive tax administration

services to PSA members on a national basis as well as annuity

policies underwritten by Alan Gray and Sanlam.

Old Mutual Finance provides consolidations, unsecured

personal loans and policy secured loans.

Members can obtain education finance to further their studies

and those of their dependants for university, school fees, lap-

tops and books with Edu-loan.

The PSA Mahala Loyalty Program is a rewards program

whereby members can earn discounts or points (mahalas) on

ordinary, day-to-day purchases from Mahala partners. Mahala
includes the loyalty program to all PSA members applying for

Hollard funeral policies. Loyalty programs are also available

from the AA, and Indwe.  

In total, more than 188 000 policy-holders are making use

of the various schemes.

At the South African National Parks, discounts of between

10% and 15% on accommodation are available. The PSA Ho -
li day Resort, at Quenera Mouth East near East London in the

Eastern Cape, offers equipped chalets and camping facilities at

discounted rates. 

Other exclusive benefits ad-

ministered by the PSA in-

clude the PSA Funeral
Be nefit where, in the

event of a member’s

death, the de pen -

dants or next of

kin can ap proach

the PSA (within

six months of

the death) for

finan cial assis-

tance with funeral

costs. 
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This R2 350 grant is awarded on an ex-gratia basis, subject

to available funds.

From 1 May 2005, PSA members employed in the SAPS

(Public Service Act as well as Police Act) qualify for a R7 000

funeral assistance benefit. By the end of the report period, a

total of 1 017 claims, of which 31 were for SAPS members and

90 were for pensioners to the value of R2 528 550 had been

paid out. Fewer funeral payments were made during the report

period, compared to the previous period. 

The PSA’s professional indemnity cover for nursing staff
and medical technologists is unique in the trade union industry,

as cover has been secured at an initial R1 million, per member,

per year, with no limitation, at no additional cost to the mem-

ber. The scheme is administrated by Mustofin Insurance Bro-
kers.

The PSA’s insurance cover for its office bearers offers such

members, or their substitutes, who serve the PSA in an official

capacity, e.g. to assist members in labour matters, or when at-

tending official PSA meetings, comprehensive insurance cover

on death or permanent disability.
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Recruitment of members

During a period where there was no extra-ordinary events such

as industrial action (because of the fact that salary agreements

had already been signed) influencing recruitment, PSA Liaison

Officers recruited 23 729 new members, bringing the overall

membership of the PSA to 225 549.

The following is a breakdown of how Liaison Officers per-

formed in recruitment during 2012:

First Quarter : 6 007 

Second Quarter : 4 350

Third Quarter : 7 065

Fourth Quarter : 6 307

Total : 23 729

The following recruitment and related statistics for 2012

were key to the successes achieved:

Points visited : 17 115

Members addressed : 137 273

Non-members addressed : 32 606

Meetings attended (i.e. Branches): 584

Training sessions

(for shop stewards) : 231

Distance travelled (km) : 556 988

Members recruited : 23 729

Overall total membership : 225 549

Recruitment was becoming increasingly difficult during the

report period owing to smaller recruitment potential and stiff

competition from rival unions. PSA Liaison Officers had to

mostly concentrate their activities on a person-to-person basis,

which was a time-consuming exercise. More emphasis was

also placed on retaining members by answering to the high de-

mand for  service excellence, training of members and, the es-

tablishment and maintenance of member structures.

The hosting of open days and other spe-

cial events to show the PSA’s ap-

preciation to members also

contri buted to retaining

mem bers.

During 2010, a total of 6 368 members cancelled their mem-

bership of the PSA. In 2011, this figure stood at 3 567 and du -

ring 2012 it was down to 3 296 members which was a strong

indication that the PSA’s retention strategies were rendering

results.

Despite the challenges, the PSA is steadily pressing on, keep-

ing the membership figure above the 200 000 mark and striving

towards 250 000 members.

Provincial highlights

Eastern Cape

The PSA’s Provincial Office in Mthatha in the Eastern Cape

did well with the recruitment of members with one of its Liai-

son Officers ranking amongst the top-ten recruiters. Full-time

shop stewards under the ELRC further strengthened the Of-

fice’s recruitment position in respect of Educators. 

Free State

The Free State Provincial Office, during the report period,

thanks to committed liaison staff, shop stewards and structures,

experienced an increase in membership. A main contri butor to

the Office’s recruitment success, was underpinned by the suc-

cesses described in the section of this report relating to the en-

hancement of service delivery.

It was also clear that the Office’s success in concluding

provincial discount fringe benefits (59 benefits concluded) for

members, paid off and contributed to the membership growth

in the Province.

Gauteng

The PSA Provincial Office in Johannesburg, during the report

period, successfully recruited new members through mass

meeting at schools which was largely assisted by the distribu-

tion of PSA diaries. Liaison visits were undertaken as well as

open days being hosted at various workplaces.

Shop stewards at grassroots level also assisted with the re-

cruitment of new members. The regular issuing of newsletters

furthermore assisted the Liaison Officers with recruitment in

the field.

Membership
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KwaZulu-Natal

Membership under the PSA Pro  vincial Office in Durban grew

steadily in numbers during the report period. The three Liaison

Officers and the full-time shop ste wards achieved excellent re-

cruitment results during this period. Great effort was made to

curb the rate of cancellations with staff holding personal inter-

views with members to ascertain the reasons for cancellation.

The PSA Provincial Office in Pietermaritzburg, through the

efforts of its Liaison Officers, was able to recruit a substantial

number of new members during the report period. With the as-

sistance of the full-time shop stewards, dedicated shop ste -

wards and shop stewards, the Liaison Officers not only met

their recruitment targets, but exceeded these by far and in the

process claim ed second and tenth position amongst the PSA’s

top-ten recruiters for the period.

Despite only operating with one Liaison Officer, for the lar -

ger part of the PHSDSBC recruitment drive during 2012, the

Office, with the assistance of full-time shop stewards and shop

stewards, still recruited the third most members in the Sector

during this drive. 

The Provincial Office also celebrated two special events du -

ring the report period. The first one was the celebration of

Workers’ Day at the Ladysmith Town Hall on 1 May 2012

where members were addressed on the origin of the Day. PSA

business partner, Old Mutual Group Schemes, informed mem-

bers about the benefits available to them. The function was

concluded with a luncheon.   

The second event took place in celebration of PSA Day,

which marked the 92nd birthday of the PSA. This function was

held at Madadeni Hospital outside Newcastle in 6 July.

Limpopo

Although the PSA’s Provincial Office in Limpopo expe rienced

no real growth during the report period, Liaison Officers met

their targets for the year.

The transfer of members from the Departments of Water Af-

fairs and Local Government to municipalities impacted nega -

ti ve ly on the membership figure in the Province. Although an

attempt was made to retain these employees as members, most

municipalities were not willing to deduct membership fees and,

moreover, these employees were, in many instances, intimi-

dated by the new employer and told that the only recognised

union was Samwu.

Mpumalanga

For the Mpumalanga Provincial Office, recruitment was not as

successful as projected in its operational planning. By the end

of the report period efforts were, however, un der way to improve

the situation.

Northern Cape

The PSA’s Provincial Office in the Northern Cape experienced

the most successful recruitment per capita, given the vast travel

distances involved, a hostile political scenario, extreme weather

conditions and the membership profile in the Pro vince.

On-going monitoring of competitors enhanced the Office’s

competitive edge. Maximum utilization of shop stewards, busi-

ness partners and resources were further key elements to the

successes as were special training programs aimed at marketing

and exposure.

North West

In North West, the PSA’s Provincial Office recorded a positive

growth. Improved visibility through liaison visits and inter-sec-

toral mass meetings, assistance to members by labour relations

staff, full-time shop stewards, and shop stewards in va rious

cases, grievances and disputes attributed positively towards re-

tention and a growth of membership. 

The PHSDSBC recruitment drive further assisted substan-

tially in achieving this objective. In respect of the said drive,

the Office finished in the fourth-highest position with 379 new

members being recruited in the Sector.

Employees performing night duty especially appreciated the

PSA’s visits as no other union serviced them after hours.  

The Office also experienced some challenges during the re-

port period such as cancellations of membership, especially at

DCS Klerksdorp and Mogwase. The Office determined that, in

most cases, these employees were misled to join a union not

re  cognized by the DCS and the majority were persuaded by the

PSA to change their minds. The PSA, in the process, even en-

hanced its standing at the Centres by recruiting new members.

The Office also ensured increased visibility at the SAPS du -

ring the report period and, as a result, recruited new members

in the Sector. Invitations were even received directly from

SAPS employees for the PSA to do presentations to them.

Western Cape

In the Western Cape, Liaison Officers and full-time shop ste -

wards of the Provincial Office in Cape Town reached out by

addressing 30 194 officials during the report

period. A total of 18 173 of these

were existing PSA members.

In the process, 2 586 new

members were recruit -

ed. In total, eleven

tours were under-

taken to regions

out side the Cape

Town Me tropole,

and travelling

141 210 km in

the process.
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The above liaison activities resulted in the PSA membership

growing in the Western Cape to more than 26 000 members.

This remarkable growth mirrored the PSA’s national growth in

membership, and was achieved owing to the PSA’s sustained

excellent value offering to public servants across all govern-

ment and parastatal spheres in the Western Cape.

The PSA’s staff and structures together with the full-time

shop stewards, full-time office bearers and shop stewards,

worked hand-in-hand to ensure that the PSA remained valid

and visible in all workplaces.

The Office’s two recruitment drives and various open-day

events during the report period also paid dividends with excel-

lent growth results being achieved in the Health and DCS Sec-

tors.

The PSA’s marketing material, and especially the PSA 2013

diary, once again assisted with sustained visibility, and attract-

ing the interest of non-members to attend PSA meetings and

events, where these non-members were then recruited.

Nurses’ Day, Public Service Day and PSA Day were cele-

brated with events being hosted by the PSA for members at va -

rious institutions. The acknowledgement of the efforts and

professionalism of our membership in serving the public was

well received by members and the public.
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The PSA is unique in the sense that it is the only Union that

represents members across all Sectors of the Public Service as

well as various parastatal institutions. As a result, and owing

to the vast extent and spectrum of its activities, the PSA

strongly depends on active and efficient member structures to

ensure that service delivery targets are achieved.

As a consequence, the empowerment of these member struc-

tures and democratically-elected shop stewards was once again

regarded as a key aspect of activities by the PSA’s twelve Pro -

vincial Offices during the report period.

Eastern Cape

In the Eastern Cape, for example, the Mthatha Provincial Of-

fice, despite a very full program, undertook several training in-

terventions in Mthatha, East London and Port Alfred. Two

ad vanced training interventions were also scheduled jointly be-

tween the Port Elizabeth and Mthatha Provincial Offices. The

first intervention was conducted by the Port Elizabeth Office

where the skills of full-time shop stewards and shop stewards

assisting the Offices with disciplinary and arbitration hearings

were enhanced.

The second advanced training intervention was conducted

by the Mthatha Office for shop stewards who indicated that

they were interested in further training in order to assist mem-

bers with grievances and disciplinary hearings. The PSA’s

SAPS shop stewards were also trained on handling grievances

and disciplinary hearings in their Sector.

The Mthatha Office had four full-time shop stewards assist-

ing with the representation of members with grievances and

disciplinary hearings during the report period. The full-time

shop steward for the PHSDSBC was still being pro cessed by

the end of the report period.

Several advanced training sessions for labour relations staff

and full-time shop stewards were also conducted in various

centers during the report period. In addition full-time shop

stewards from the Office attended training sessions in Port

Elizabeth in October 2012.  

The majority of Branches and Committees functioned well

and had their meetings where important issues were discussed

and resolved. The Chairpersons of Committees again played a

key role in representing their respective Committees' interests

at national level.

Several shop stewards assisted the Office by representing the

PSA on various restructuring meetings, conciliation boards,

disciplinary hearings and bilaterals to resolve grievances of

members. 

Training was also conducted during August and September

2012 on discipline and grievance handling for both staff and

full-time shop stewards.  

Free State

In the Free State, it is a standing instruction that PSA shop

stewards must, where possible, accompany labour relations

staff when they do disciplinary hearings, etc., in order to en-

hance their experience. 

A total of 16 well-attended training sessions for shop ste -

wards and PSA structures were conducted during the report pe-

riod. In addition, 84 shop stewards attended one-day training

courses of the CCMA in various towns in the Province.

Successful year-end inter-sectoral meetings were held in

Qwa-Qwa, Bethlehem, Welkom, Kroonstad, Sasolburg and

Bloemfontein which were organised with the assistance of

Branches and Committees. Attendance by members was ex-

ceptional with, for example, more than 4 000 members attend-

ing the Bloemfontein rally.

Gauteng

In Gauteng, the Johannesburg Provincial Office arranged re -

gular Branch meetings where transverse agenda items were dis-

cussed and debated. Branches also received training based on

the Branch Training Manual and pledged their willingness to

be available in service of members.

In the Pretoria area, Committees and Branches met according

to the requirements. Special meetings were also held. Struc-

tures were updated with the latest developments.

Empowerment
of structures
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Shop stewards were re-elected and realigned in line with the

four-year term requirement (2012 to 2016) as per PSA Statute.

Most shop stewards were provided with induction training.

Close on 200 shop stewards from all departments and para -

statals were trained. This training equipped them to handle

workplace matters as well as easing the burden on the Office

by attending dis ciplinary hearings, etc.

KwaZulu-Natal

Despite a very full program, the PSA’s Provincial Office in

Pietermaritzburg was involved with several training interven-

tions of which two took place in Pietermaritzburg, one in Vry-

heid and the other in Dundee.

Two advanced training interventions were also scheduled be-

tween the Pietermaritzburg and Durban Provincial Offices. The

first training intervention was conducted by the Durban Provin-

cial Office where the skills of full-time shop stewards and shop

stewards who had been assisting the Offices with disciplinary

and arbitration hearings were enhanced by attorneys. The se -

cond advanced training intervention was conducted by the Pie -

termaritzburg Provincial Office for shop stewards of Branches

and Committees who indicated that they were interested in fur-

ther training to enable them to assist members with grievances

and disciplinary hearings.

The Pietermaritzburg Provincial Office had four full-time

shop stewards rendering assistance with the representation of

members with grievances, conciliation boards and disciplinary

hearings during the report period. Two of the full-time shop

stewards for the GPSSBC served in this capacity with one sta-

tioned in the Office and the other operating from Ncome near

Vryheid in northern KwaZulu-Natal. The other two DCS office

bearers (full-time shop stewards) were both stationed at the Of-

fice. The full-time shop steward position for the KwaZulu-

Natal PHSDSBC remained vacant.

Several advanced training sessions for full-time shop ste -

wards were also conducted in various centers with the assis-

tance of Head Office during the report period. Full-time shop

ste wards from Pietermaritzburg and Durban attended training

sessions in Port Elizabeth in October 2012.  

The majority of Branches and Committees functioned well

and had their meetings where matters of transverse nature were

discussed. The Chairpersons of Committees again played a key

role in presenting their Committees’ issues at their respective

Na tional Branches. The long-serving Chairpersons of the Kwa -

Zulu-Natal SAPS Committee, Sharon van Staden, and the

Kwa Zulu-Natal Labour Committee, Ina la Rotta, said farewell

and we would like to thank them for their years of dedicated

service.  

Sboniso Ndlovu, Chairperson of the PSA’s KwaZulu-Natal

GPSSBC Branch, which resorts under the Pietermaritzburg

Provincial Office’s jurisdiction, represented the Branch at the

KZN GPSSBC meetings as well as the Annual General Meet-

ing and Congress in Durban during September 2012 where he

was also elected to serve on the Remuneration Committee. He

represented the PSA on the task team dealing with the restruc-

turing of the KwaZulu-Natal Department of Human Resettle-

ments and assisted with some bilaterals to resolve grievances

of members in various Departments. 

Several shop stewards assisted by representing the PSA at

various restructuring meetings, conciliation boards, discipli-

nary hearings and bilaterals to resolve grievances of members.

Limpopo

In Limpopo, member structures were empowered by means of

training. A training session was conducted in each of the five

districts of the Province dealing with basic labour relations and

the role and function of shop stewards. A training session was

also conducted in Polokwane for Branch and Provincial Com-

mittee management members.

Mpumalanga

The Provincial Office, during the report period, focused its ef-

forts on the training of shop stewards in three regions, namely

Gert Sibande, Ehlanzeni and Bohlabelo (Bushbuckridge). Bu -

si ness partners also attended and presented their products.

Filling of full-time shop steward and Chairperson positions

progressed well in the various Sectors. The election of Chair-

persons at parastatals (excluding SASSA and FETC), and the

SSSBC still, however, remained a challenge.

Shop stewards and full-time shop stewards continued to as-

sist in representing members with a variety of matters which

greatly eased the burden and workload of the Office.

A challenge was still being experienced with the election of

shop stewards at the Provincial Government Complex owing

to members fearing victimisation. Efforts to address members’

fears continued by the end of the report period so as to afford

them an opportunity to elect and be represented by the persons

of their choice.

Northern Cape

In the Northern Cape, the Provincial Office’s strict adherence

to the Congress Resolution contributed to the succes with the

empowerment of member structures. Chairpersons, full-time

shop stewards and full-time office bearers have honorary status

in the Province as being part and parcel of all initiatives and

plans for their constituency. Shop stewards were consistently

informed of the Office’s plans, initiatives, tour plans and re-

cruitment drives.

Shop stewards, especially

those serving in structures,

and Chairpersons re -

ceiv ed not on ly shop

steward training, but

also ad vanced train-

ing on collective

bar  gaining, arbi-

tration, facilita-

tion, grie  vances

and disciplinary

procedures.
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An evaluation tool was developed to measure responses from

participants and improve on the empowerment approach.

The appointment of full-time shop stewards in Health and

the DCS enhanced participation of the member structures. The

anticipated appointment of one more shop steward to the full-

time positions in the GPSSBC should again supplement the al-

ready-filled post and enhance service delivery.

The approach in the Province during the report period was

to ensure adequate service delivery in each district by means

of full-time shop stewards in an endeavour to counter the vast

distances and in so-doing, freeing up time and curbing expen -

ses. 

The regular meetings held throughout the report period with

Branches and Committees raised awareness and added value

to the inputs to Chamber agendas. Chairpersons, Vice-Chair-

persons and Secretaries were updated on pertinent matters by

means of the Office’s communications database. 

The Office was also assisted by four full-time shop stewards

during the report period. 

Western Cape

All of the five Branches and eleven National Departmental

Committees in the Province were functioning well during the

report period.

Committees met regularly and some even exceeded the PSA

Statute requirements. These meetings of the structures were

complimented by an inter-sectoral meeting hosted at Lagoon

Beach Hotel in Milnerton and attended by the PSA President

and PSA Chairperson assisted by the PSA’s Deputy General

Ma nager: Members’ Affairs. Various transverse PSA house-

hold- and service-delivery matters were discussed.

Training interventions for structures (domestic rules and

PSA Statute), shop stewards (induction course) and selected

shop stewards, who underwent advanced training in Labour

Law, arbitration skills and disciplinary matters, took place

throughout the report period.

During the report period, the PSA was saddened
by the loss of valuable and respected members

whose legacy will long still be appreciated by the PSA –
the PSA salutes them!
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The PSA remains committed, in line with its social responsibi -

lity guidelines, to undertake projects that contribute to the long-

term upliftment and empowerment of identified and approved

beneficiaries.

Such projects are undertaken at both national and provincial

level. National projects undertaken during the period under re-

view saw the distribution of 1 277 school jerseys to needy

learners in rural schools based in Limpopo, North West and the

Eastern Cape where the PSA’s intervention was welcomed by

all stakeholders. Based on the enormous need in this regard,

especially during cold winters, a second donation of 2 070 jer-

seys were undertaken for identified schools in North West,

Limpopo, Mpumalanga and Gauteng.

The PSA, in a joint venture with Ackermans, also donated

school clothing and other items valued at R30 000 to learners

of Sonop Primary School in Paarl in the Western Cape based

on a nomination from a PSA member in the area.

The PSA has been a leader in establishing food gardens at

schools in support of schools’ feeding programs where the pro-

duce play an integral part in providing learners with a daily nu-

tritious meal. In order to expand on these initiatives within the

constraints of a limited budget, the PSA undertook as series of

one-day food garden training sessions. Mathateng Primary

School at Mathateng village, 110 km from Mmabatho in North

West, was the first beneficiary of this life-giving skill in March

2013. The PSA enlisted the services of the Food Gardens Foun-

dation as training service providers to learners and community

on how to establish organic, trench-bed vegetable gardens. The

PSA also contributed the tools needed to start and maintain

these gardens.

The second food garden training session was provided to

learners and educators of Mashao Primary School in Elim in

the Vhembe District of Limpopo. The train-

ing also benefitted the community

with members from another

union even acknowledg-

ing the value of the

PSA’s intervention.

The event was also

attended by the

PSA’s shop ste -

wards who no mi -

nated the School

to benefit from

the pro ject. 

A third food garden training session was held at Zamokuhle

Special School in the Nikwe municipal area of Bizana near Port

Edward in the Eastern Cape. Training was provided to learners

and community members. The fact that the School also accom-

modates visually-impaired learners did not hamper skills trans-

fer for learners to also make small gardens at home. Training

manuals, seeds and garden tools were donated to the School as

part of the intervention. The skill of food gardening is life-long

and can be acquired by one and all to utilize to the benefit of

others as well. 

The Small Enterprise Development Agency was approached

to recommend an existing cooperative with strong potential for

development and the potential to produce school uniform to

local schools. This resulted in Tetta Women’s Cooperative in

Mpumalanga being selected as the beneficiary of the PSA’s do-

nation of four industrial sewing machines. Sewing materials

and fabric for school uniforms amounting to R40 000 was also

donated to enable the cooperative to launch this project.

In commemoration of Nelson Mandela Day 2012, PSA staff

lived up to the Union’s values. In Gauteng, for example, PSA

staff took time on the day to make a meaningful contribution

to the residents of the Children’s Home and Nurturing Centre

in Dunnottar, near Springs. The Centre, amongst others, cares

for HIV/Aids-infected abandoned children and orphans. The

PSA team participated on this day by cleaning and painting the

environment and contributing various much-needed items to

the children. PSA business partners, Mahala and Ackermans,

also donated funds and clothes towards the event which was

ended by serving the children with their favourite take-away

food.  

The PSA annually makes awards to above-average needy

welfare and charity organisations based on nominations by

Branches. The PSA circular calling for such nominations (dated

25 October 2012) was sent to Chairpersons and Secretaries of

Branches and Committees.

As a result, the following organisations each received an

amount of R3 330: Christian Social Services in Queenstown

(nominated by the Eastern Cape PHSDSBC Branch), Kroon
Dagsorg Sentrum vir Volwasse Gestremde Persone in Kroon-

stad (nominated by Free State FETC), Lebuwe Centre in At-

teridgeville, Leratong Hospice also in Atteridgeville in Gau -

 teng, Emmaus Protective Work Centre for Disabled Adults in

George, Rotary Club of Krugersdorp, Jeffreysrus Retirement

Village in Jeffreys Bay, Oranjehof ACVV Tehuis vir Bejaardes
in Upington in the Northern Cape, and Abraham Kriel Chil-

dren’s Home in Modimolle (all nominated by the Group

Branch Public Service Pensioners). 

Social
responsibility
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Various discretionary grants to institutions, schools and com-

munities were, based on merit, also made by the General Ma -

nager during the period under review.

The PSA has since 1994 been awarding the Stiglingh Me-

morial Bursary, as legacy of late member J H Stiglingh, to qua -

lifying students studying towards a qualification in Natural

Science or Medicine. Students apply through the various uni-

versities and recipients are selected based on set criteria to re-

ceive a bursary valued at not less than R3 000 per recipient per

annum. During the period under review, an available amount

of R27 000 was allocated equally to three students with each

receiving an award of R9 000.  

Provincial projects

Eastern Cape

The Mthatha Provincial Office handed over food garden im-

plements to 18 schools, mostly junior secondary schools, in

2012. Early in 2013 food garden implements were also donated

to the Nomadolo Project in Ngqeleni. 

Free State

During the report period, the PSA Provincial Office donated

450 meat parcels to needy communities around Bloemfontein,

blankets to a crèche in Sasolburg, food to needy residents of

the same town, 117 lap desks to two needy schools in Botsha-

belo, and 400 jerseys to needy learners of Zastron Primary

School. Books, sponsored by Exclusive Books, were also do-

nated to learners. 

House Olivia, which opened its doors in Bloemfontein on

1 September 2012, received a donation of R20 000. The insti-

tution, the only one of its kind in the city, accommodates people

diagnosed with schizophrenia.

Gauteng 

The Provincial Office in Johannesburg launched a school jersey

project at a school in the Vaal triangle whereby 800 needy

learners received garments before winter.

The social responsibility initiatives of the Provincial Office in

Pretoria were well received by communities and made a dif-

ference to many lives.

The Office also assisted various institutions during the report

period. Sport teams at Steve Biko Academic Hos pital in the

city were sponsored with sports equipment and food parcels.

The Ekangala Clinic was supplied with hospital beds and a

blood pressure monitor. Loratong School in Hammanskraal

was assisted with school shoes for 80 needy learners. The Of-

fice also contributed to the 67 minutes on Nelson Mandela Day

at the Far East Rand Hospital, where staff participated in a

clean-up campaign.

KwaZulu-Natal

The PSA’s Pietermaritzburg Provincial Office participated in

the national school jersey campaign during the report period

and in January 2013, handed 250 jerseys to learners at the

Umthombomuhle Primary School in the Cato Ridge area. In

Fe bruary 2013 the Office handed 250 jerseys to learners of

Son  kela Primary School near Paulpietersburg.  

The Office also undertook three other projects during the re-

port period. The first being at Tholulwazi Crèche, Watersmeet

in Ladysmith which was nominated by the KwaZulu-Natal

SAPS Committee. The Crèche received much-needed tables,

chairs, blankets, toys and other items.

The second project was in aid of Qalokusha Crèche and Pre-

School in Pietermaritzburg where toys and stationery were do-

nated.

The third project was in benefit of the Bridge of Hope De-

velopment Centre in Ladysmith, which was in need of a com-

puter to assist in its administration. Besides donating a new

desktop computer, screen and a gift voucher for other smaller

computer requirements, the PSA also included a disused print er.

The Office furthermore, for the first time, participated in a

Consumer Justice Now Workshop, organised by the KwaZulu-

Natal Department of Economic Development and Tourism in

the city on 14 March 2013. A total of 50 shop stewards from

Pietermaritzburg responded to the Provincial Office’s invitation

to attend the event. The Provincial Manager conducted the in-

troduction by welcoming members and explaining the purpose

of the Workshop. The PSA received very positive feedback

from members stating that they had gained valuable insight re-

garding their rights as consumers.   

Limpopo

The Provincial Office, in conjunction with the PSA Head Of-

fice, donated 15 baby cots to the WF Knobel Hospital, the Po -

lokwane Place of Safety and Ngwana House during the report

period.

A second project involved the donation of school jerseys to

children at twelve schools in the Province. This initiative was

truly appreciated by educators, parents and learners.

A structure, to serve as basis, was donated to the EMS per-

sonnel in Roossenekal. Prior to the PSA’s donation, these em-

ployees were working from a dilapidated

ca ravan. The structure contributed

to im proving the working

conditions of these em -

ployees who work long,

irre gular hours.

Finally, a food

gar den was esta -

blished at Ma -

shau School in

the Vhem be dis -

 trict in conjuc-

tion with the

Food Gardens

Foundation. 
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Mpumalanga

The Provincial Office participated in the national jersey project

and distributed jerseys to six needy schools in the Province.

The Office was also instrumental in the donation of four in-

dustrial sewing machines and fabric to manufacture school uni-

forms to neighbouring schools  to Tetta Women’s Cooperative

in KaNyamazane.

Northern Cape

The vast Northern Cape, as the largest Province in the country,

is home to many isolated, barren and neglected towns in con-

stant need of resources. Involvement by PSA member struc-

tures as well as the Provincial Office’s continuous en courage-

ment resulted in many suggestions and inputs ensuring that the

absolute needy were taken care of.

Chairpersons were informed of all social responsibility ini-

tiatives and structures and shop stewards participated in events.

The food garden that was established at the Roman Catholic

School in Keimoes, a town 40 km South of Upington, remained

an on-going initiative during the report period in order to en-

sure a sustainable garden for the local community.

An amount of R5 000 was donated to homeless people at the

waste removal center in Springbok in Namaqualand. This ini-

tiative was identified and executed by the 16 Traffic officials

of Springbok who are all members of the PSA. A donation of

R5 000 was made towards the Khaya Lotando Place of Safety

for Street Children.

The Provincial Office also donated R2 000 to Cansa in Kim-

berley. A further R3 000 raised by the Office’s staff members

brought the total donation to R5 000.

North West

The Provincial Office was actively involved in social respon-

sibility initiatives during the report period and elevated the

function in the process. The highlight of activities is regarded

to be the PSA’s donation of  school jerseys to learners of Mpho -

etsile Primary School in Maritsile Village, 150 km from Mma-

batho.

PSA staff members and the Provincial Chairperson of the

ELRC arrived at the School early on what was

a very cold morning. Teachers, learn -

ers, support staff and com -

munity mem bers were in

attendance to witness

the PSA enhancing

child ren’s lives.

Smiles and excitement were at the order of the day as learners

and their parents stood together to receive their new jerseys.

Learners were eager to remove their old, worn-out jerseys and

replace these with brand-new ones as the Chairperson was at

hand busy dressing them up. The School’s Principal was over-

joyed as he thanked the PSA for helping needy children at just

the right time. He indicated that it was the first time in the his-

tory of the School that learners received an important gift of

which they were in absolute need. He encouraged the learners

to attend classes more regularly as they would no longer be

cold. Thankful parents also expressed their appreciation to-

wards the PSA.

The Provincial Office furthermore donated five cot beds to

Tshelebana Home, a centre for handicapped children outside

Rustenburg.

The PSA also established a food garden at Mathateng Pri-

mary School, 118 km from Mmabatho. Teachers, learners and

members of the School’s governing body were present at the

launch and were very happy to receive the life-giving training,

When launching this event on 13 March 2013, the PSA disco -

vered that the community was living under extremely poor con-

ditions with most of children going bare foot and not having

school jerseys. The PSA thus took it upon itself to intervene

and by the end of the report period arrangements were being

finalised to hand over jerseys to needy learners at the School.

Similar plans were underway for Ikalafeng Special School in

Potchefstroom, and Tlamelang Special School in  Ge lukspan.

Western Cape

Various smaller interventions were undertaken by the Provin-

cial Office during the report period where the PSA showed that

we care – not to be seen, but to be felt by those most vulnerable

members of the societies we live in.

Interventions by the Office included a project at Orion

School for Mentally-handicapped Children where stationary

and material for the School’s art projects were donated. The

Office, together with its NPA structure, also spent 67 minutes

as part of Mandela Day at the institution where they assisted

with the feeding of the children and interacted with them.

The SAME Foundation received a financial donation as part

of a community project to restore the Heideveldt Community

Clinic.

The Office also participated in Water Week activities upon

invitation of the Department of Cultural Affairs and Sport and

supported activities hosted in the Cape Flats where children

helped with the cleaning of rivers. 

The PSA, in association with Ackermans, also sponsored

school clothing and stationary to 30 needy learners of Sonop-

skool Noorder Paarl during the report period. The project ori -

ginated from one of the members in the Province winning a

PSA magazine competition where, as part of his prize, he was

invited to nominate a school to receive much-needed assis-

tance. This project again highlighted the fact that, as in all other

PSA activities, members are the core of the Union’s soul. 
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On 1 May 2012 the PSA commenced with the implementation

of its new, approved Employment Equity Transformation Plan

and Procedure (EETPP) for the five-year period 2012 to 2017.

During the report period, i.e. 1 April 2012 to 31 March 2013,

the PSA's overall workforce profile reflected an increase of

1,18% from 88,66% as at 31 March 2012 to 89,84% at the end

of the period under review in respect of employees from de -

signated groups.

The overall goal for the said group as at 31 March 2013 was

determined at 92,36%. Employees from the non-designated

group decreased from 11,34% at the end of March 2012 to

10,16% by the end of the report period.

The PSA’s representi vity status in the respective occupational

levels, as at 31 March 2013, is reflected below:

Overall Current Current 
designated designated % non-designated % 
target %        (filled positions)    (filled positions)

Top

Management     93%  50% 50%  

Senior

Management     93%       66,67%                 33,33%  

Middle

Management     80%        54,55%                  45,45% 

Junior

Management     92%        92,47%                    7,53%

Semi-skilled      93%       100%                        0% 

Unskilled           93%        100%    0%                                             

By the end of the reporting period, 40,23% of the PSA’s

workforce consisted of male employees, whilst 59,77% of its

workforce constituted female employees. The economically ac-

tive population of South Africa consists of 54,67% males and

45,33% females.  

Since 31 March 2012 until the end of the report period, 100%

of employees recruited by the PSA came from the designated

groups and 0% from the non-designated group. A full 100% of

employees promoted from within the PSA came from the de -

signated groups. A total of 83,33% of the terminations for the

said period came from employees from the designated groups

of which 16,67% consisted of white females. Terminations

from the non-designated group constituted 16,67%.

From the above progress report it can be seen that the PSA

is consistently working towards and achieving a transformed

workplace representative of the economically-active popula-

tion of South Africa.

The Union is making excellent progress towards the achieve-

ment of employment equity goals and targets at all levels in

the PSA. In the Junior Management, Semi-skilled and Un-

skilled levels, the overall designated target percentage has al-

ready been reached and exceeded. In the top three levels the

non-achievement of goals may be attributed, amongst others,

to the low turnover in these levels in the PSA. 

PSA employment
profile

Designated

employees

90%

Non-designated

employees

10%

Overall EE profile
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Black female

16,67%

Black male

50%
White female

16,67%

White male

16,67%

Female employees

59,77%

Male employees 

40,23%

Terminations EE profile

Gender EE profile

Recruitment EE profile

� Designated employees      � Non-designated employees 
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The PSA is the owner of Farm 803, Quenera Mouth East,

which is 184 2059 ha in extent.

The PSA is also the holder of the mining rights, and holder

of the mining authorisation and is actively mining on the pro -

perty. The mine is approximately 15 km north of East London

on the main road to Gonubie, close to the N2. The mine is an

open-cast mine and the material being mined by means of ex-

traction by an excavator is primarily building sand. 

The PSA, as a responsible mining owner, approaches the

mining operations as a holistic cradle-to-grave undertaking by

taking cognisance of all economic as well as social and envi-

ronmental aspects in order to achieve sustainable development

of South Africa’s mineral resources. 

The PSA affirms the commitments to the Mineral and Pe-
troleum Resources Development Act to, amongst others, protect

the environment for the benefit of present and future genera-

tions. In order for the PSA to comply with the prescripts of the

Act, and to attain the commitment to the ecological impact of

mining operations, it has appointed Aurecon to, amongst ot -

hers, act as environmental consultants to monitor and mini mise

the ecological impact the mining operations might have on the

environment.

Aurecon is an international consulting company which,

amongst others, recognises the need for economic growth in

conjunction with social development and the protection of the

environment. With this in mind, the PSA appointed Aurecon
as environmental consultant to execute services taking into

con sideration statutory as well as common-law provisions. Au-
recon acts as a liaison between contracted parties, governing

bodies and the PSA.

In line with this, Aurecon performs various functions asso-

ciated with environmental protection such as frequent environ-

mental audits to determine top-soil protection, removal and

relocation of various plant species and the introduction of spe-

cific indigenous plants.

Aurecon also acts as liaison between the PSA and the De-

partment of Mineral Resources to finally sign off all areas pre-

viously mined and fully rehabilitated.  

Environmental
footprint

Content ANNUAL 2013 FINAL_Layout 1  2013/10/17  2:09 PM  Page 54



Content ANNUAL 2013 FINAL_Layout 1  2013/10/17  2:09 PM  Page 55



52.

The PSA’s Code of Ethics is based on principles of the King

Code III and addressed in the new Companies Act (71 of 2008)
under section 72(4). The Code is to be adopted and followed

by all employees of the PSA and recognises the ethical obliga-

tions of each stakeholder and the importance of a relationship

of honesty, openness and fairness. Employees are expected to

adhere to the highest standards of business ethics. The Code is

intended to raise ethical awareness, act as a guide to employees

and assist in assuring stakeholders of the integrity of the PSA.

The Code shall apply to all employees of the PSA and mem-

bers of the Board. It also deals with the PSA’s obligation to so-

ciety at large. All persons to whom the Code applies are

expected to observe their ethical obligations in such a way as

to properly and effectively carry out the affairs of the PSA.

PSA employees and members of the Board are required, by

reason of their being in control of the affairs of the PSA, to:

• Be responsible for communicating the Code and for en-

suring its understanding by members of the PSA

• Be responsible for the observance of the ethical obligations

of the PSA

• Take the necessary steps to ensure compliance within the 

PSA with the provisions of the Code

• Set an example to stakeholders, contractors and associates

in all matters pertaining to the Code

• Strive to minimise inefficiencies in the PSA, and establish

standards of efficiency in consultation with members and 

member structures

• Introduce and maintain in the PSA an awareness that the 

resources of the PSA, including time resources, are in li-

mited supply

• Keep the costs of the PSA at the lowest reasonable level

• Not permit any acts of bribery

• Act within their powers, and in the interest and for the be-

nefit of the PSA

• Carry out their duties with the skill and care to be expected

from a person of their knowledge and experience, and ex-

ercise their own judgement

• Not permit wastage of the assets and resources of the PSA

• Report accurately to members and stakeholders of the PSA

on the performance and prospects of the PSA, and justify 

the confidence placed in them

• Furnish the external auditors with all information and ex-

planations which they require for the performance of their

functions

• Not carry on the affairs of the PSA negligently or recklessly

• Not misuse their position in PSA structures to acquire for 

their own benefit, any economic or other opportunity

• Not divulge confidential information of the PSA or other-

wise make improper use of such information

• Not accept bribes or any other corrupt or unconscionable 

benefits

• Not accept any gifts or favours, without prior permission 

of the Board or Management

• Report to the General Manager or the Board any approach

made by an employee, a member or an associate of the

PSA which may compromise them in the execution of their

duties

• Deal courteously with members of the PSA, having regard

for cultural diversity and individual dignity

• Never expect a member or the PSA to act in an immoral, 

unethical or unlawful way

• Employees in management or supervisory positions are

required, by reason of being responsible for staff members

reporting to them, to ensure that:

- Due attention is given to the training and development

of all employees

- Safe working conditions are provided, including

appropriate tools to perform the job, and competent 

supervision

- In the appointment, treatment or promotion of

employees there is no discrimination on any ground 

which is unlawful and affects the carrying out of the

duties of the staff member

- Opportunities are provided for individuals whose

potential has been restricted by historical injustices

- Efforts of employees are acknowledged by fair and 

adequate remuneration and other means

- Employees are protected against sexual, physical or 

emotional harassment from whatever source

- There is compliance with laws governing labour

relations and conditions of employment

- There is effective communication with employees

- There is commitment to honouring the agreed terms 

and conditions of employment

In respect of the society at large, PSA employees and mem-

bers of the Board are required to:

• Pay due regard to environmental, social and public health 

considerations

• Before retrenching staff, consider the effect such retrench-

ments may have on society at large

• Participate, within means, in uplifting the community in 

which it operates

• Respect the law

• Respect the rights, dignity and diversity of other persons.

Social and
ethical conduct
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As an employee organisation, the PSA is registered in terms of

the Labour Relations Act, 1995 as a trade union. The PSA is

recognised and admitted to the various relevant Bargaining

Councils to protect and promote the individual and collective

rights and interests of its members.

The PSA conducts its business operations as a “Non-Profit

Company” of the Companies Act, 2008 and in terms of its

Memorandum of Incorporation (MOI) as of a Non Profit Com-

pany (NPC), it has no share capital and the liability of its mem-

bers is limited to one month’s subscription in the event of

dissolution.

The trade union activities of the PSA are its core business,

whilst it also operates a holiday resort, sand mine and a cell

captive insurance scheme under license from Guard Risk In-
surance Company Limited for the benefit of its members.

The Directors are required by the Companies Act, 2008 to

maintain adequate accounting records and are responsible for

the content and integrity of the Annual Financial Statements.

The Directors acknowledge that they are ultimately responsible

for the system of internal control established by the PSA and

place considerable importance on maintaining a strong internal

control environment. To assist the

Directors in discharging their

responsibility in this re-

gard, an Audit and Risk

Committee was es-

tablished to have

oversight over fi-

nancial go vern-

ance and risk

and to assist the

Board with its

financial re spon-

si bi lity.

The Board also established an Internal Audit Function to pro-

vide oversight to obtain reasonable assurance regarding Ma -

nagement’s assertions that objectives are achieved for ef -

fectiveness and efficiency of operations, reliability of financial

information and compliance with laws and regulations.

The external auditors are engaged to express an independent

opinion on the financial statements of the PSA. The PSA’s au-

ditors for the past four financial years have been Pricewater-
houseCoopers Inc, which issued an un qualified audit opinion

regarding the financial affairs of the PSA for the year ending

31 March 2013.

The consolidated net profit of the PSA was R3 710 908

(2012: R8 786 491 profit) after taxation of R(2 873 743)

(2012: R(3 914 511)).

The summarised financial performance of the different busi-

ness divisions of the PSA is tabled on page 61 of this report. 

The statement of cash flows indicates positive cash flows as

at the end of the financial year.

According to the Board of Directors’ report for the financial

year ended 31 March 2013, the financial statements support

the financial viability of the PSA and reflect the view that the

PSA will be a going concern in the foreseeable future based on

its potential to raise adequate revenue to meet its obligations.

The audited detailed financial statements of the PSA for the

year ended 31 March 2013 are fully set out from page 7of this

report, and do not, in our opinion, require further comment. 

Financial
governance and
performance
highlights
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Public Servants Association of South Africa NPC

(Registration number 1942/015415/08)

Trading as PSA

Annual Financial Statements

for the year ended 31 March, 2013

These annual financial statements have been audited in compliance with the applicable 

requirements of the Companies Act of South Africa

Published 24 July, 2013

Annual 
financial

statements
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