
The Public Servants
Association of South Africa
(PSA), as a trade union
and service organisation,

has the sole mission
of protecting the rights

and promoting the interests
of the people who are the very

reason for its existence -
this duty is guided by the

key values of loyalty,
transparency, respect,
integrity, consistency

and service
excellence,
which binds

the PSA,
as the union

of choice,
to its members.
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The Public Servants Association (PSA), despite building
a reputation as a leading public sector trade union,
continues to strive to remain a service organisation
that renders a speedy, convenient and quality service
in a cost-effective manner, to ensure that it attains

market leadership and remains unique and competitive
in the public sector. The PSA protects the rights,

promotes the interests of its members individually and
collectively in the relevant social-dialogue structures

and recruits prospective members in the public sector.

Representation by competent staff members
and shop stewards is done in a committed, dedicated
and ethical manner, thereby ensuring that members’
expectations are exceeded. The PSA continuously

communicates with members and other stakeholders
regarding work–related issues.

This report, covering the period 1 April 2010
to 31 March 2011, a time during which the PSA

also celebrated its 90th year in service of its members,
aims to provide an overview of the vast spectrum

of activities that occupied the PSA.
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Service deliveryService delivery
PSA management

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

General Assembly in session, acts as its representative

and extension and is responsible for the control and

management of the PSA’s business. During the report

period of 1 April 2010 to 31 March 2011, the following

members served on the PSA's Board of Directors:

Ms Oniccah Lefifi (Vice-President)

Mr Paul Sello (Chairperson)

Mr Jurie Saal (Vice-Chairperson)

Mr Peter Tlowana (Director)

Ms Annetjie Rencken (Director)

Adv Rashied Daniels (Director)

Mr Ronny Maepa (Director)

Mr Pierré Snyman (Director)

Mr RED Williams (President - service was suspended 

on 25 November 2010 and terminated with

effect from 9 December 2010)

Dr Sayeda Khan (Director - service was terminated with

effect from 12 January 2011) 

Mr Danny Adonis is the General Manager and acts as

Se cretary of the PSA.

PSA Board Committees
The following members serve on the different Board

Committees:

Audit

Mr Jurie Saal (Chairperson), Mr Paul Sello, and

Mr Pierré Snyman (elected on 25 August 2010).

Cell Captive

Mr Jurie Saal (appointed as Chairperson on 25 August

2010), Mr Peter Tlowana and Ms Annetjie Rencken

(both elected on 25 August 2010).

Remuneration

Mr Ronny Maepa (appointed as Chairperson on

25 August 2010), Ms Oniccah Lefifi (elected on

25 August 2010), Dr Sayeda Khan (service was

terminated with effect from 12 January 2011) and

Adv Rashied Daniels.

Members representing Structures

Mr Ashley Mc Anda, Mr Dirk Matthysen, Ms Faldela

Martin and Mr Rob Moody. These four members were

elected during the PSA Annual General Meeting held

on 20 September 2009 and were re-elected on

22 September 2010 for a period of four years.

2

REPORT:Layout 1  2011/08/24  1:58 PM  Page 2



Assistance to members
Assistance to members, irrespective of the complexity

thereof for the Union, offers a “lifeline” to the member in

need and often poses challenges to the PSA.

During the report period, 174 759 members, represent-

ing an increase of 38% compared to the previous year,

were assisted by the PSA in a variety of matters includ-

ing transfers, salaries, overtime and leave by means of

personal interviews, facsimiles, e-mails, and letters. In

the process 536 750 km were travelled.

Some of the arbitrations were legally-technical and in

view of the fact that PSA staff and shop stewards had to

deal with a heavy workload during the report period, it

was sometimes necessary to make use of the services

of attorneys. In the process the PSA incurred legal

expen ses totaling R5 706 168, representing an increase

of 47% on the previous year’s expenses. The monetary

value attached to settlements and rulings in favour of

the PSA and its members, however, also increased by

47%, amounting to R13 263 808. Apart from attending 

1 895 meetings, the PSA also dealt with 116 court cases

during the report period.

The following statistics reflect a portion of the workload

of the PSA’s Members’ Rights component:

Day-to-day enquiries 174 759

Conciliations 331 (shop stewards)

508 (staff)

Arbitrations 235 (shop stewards)

245 (lawyers)

593 (staff)

Disciplinary hearings 1 430 (shop stewards)

42 (lawyers)

754 (staff)

Grievances 3 325 (shop stewards)

5 412 (staff)

The PSA would like to thank all shop stewards, full-time

shop stewards and staff for the excellent work done

during the report period in support of achieving the

PSA’s objectives. It is, however, clear that in some

Provincial Offices the need exists for shop stewards to

become more involved in assisting members in order

to enhance the PSA’s capacity in terms of service

excellence.

Despite the challenges that the PSA experienced 

during the report period, the results achieved serve as

evidence of the PSA’s abilities as a leading trade union.
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Collective bargaining

Collective bargaining on behalf of members in the

various bargaining structures represents an important

function for the PSA.

Independent Labour Caucus (ILC)

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

2007 continued to contribute as a member of this

poli tically non-aligned body. The ILC aims to foster

coope ration on matters for collective bargaining

amongst like-minded trade unions and jointly repre-

sented 40% of unionised public servants during the

report period. 

Parties to the ILC, other than the PSA, are the National

Professional Teachers’ Organisation of South Africa

(Naptosa), the National Public Service and Allied Work-

ers Union (NPSWU), the Health and Other Service Per-

sonnel Trade Union of South Africa (Hospersa), the

Professional Educators Union (PEU), the Suid-Afri kaan -
se Onderwysersunie (SAOU), the South African Police

Union (Sapu), the National Union for Public Service and

Allied Workers (Nupsaw) and the United National Pu -

blic Servants Association of South Africa (Unipsa).

The PSA represents members in the Public Service

Coordinating Bargaining Council (PSCBC) and three

Sectoral Bargaining Councils, namely the Education

Labour Relations Council (ELRC), Public Health and

Social Development Sectoral Bargaining Council

(PHSDSBC) and the General Public Service Sectoral

Bargaining Council (GPSSBC). The most important

events in these Councils during the report period are

covered in this report.

Public Service Coordinating Bargaining Coun-
cil (PSCBC) and Sectors

Negotiations during the report period were again

do mi nated by wage negotiations and protracted strike

action. Furthermore, negotiations in all the Sectors

came to a halt when the Public Service strike action

began and only commenced in earnest in February

2011. The bulk of this report is therefore dedicated to

the PSCBC, the wage negotiations, strike action, the

subsequent agreement and commencement of the

next period’s wage negotiations.

Wage negotiations 2010/11
In view of the fact that the wage agreement for 2009/10

was a single-term agreement, which was implemented

with retrospective effect from 1 July 2009, wage nego-

tiations for 2010/11 had to take place afresh.

4

REPORT:Layout 1  2011/08/24  1:58 PM  Page 4



In terms of clause 3.2 of the agreement, a timeframe of

30 October 2009 was initially set for finalisation of salary

negotiations for the 2010/11-financial year with the pur-

pose of influencing the budgetary processes of Govern-

ment. Parties were, however, informed when nego tia-

tions had to commence, that the budgetary pro cesses

for the period had already been finalised. It became

clear that it would not serve any pur pose to rush wage

negotiations for 2010 as the budgetary processes could

not be influenced as intended when the agreement

was signed.

The PSA was the first union to be ready with its salary

demands. The PSA’s mandate from its members was

that it should demand no less than an increase of Con-

sumer Price Index (CPI) plus a real wage increase and

that the implementation date for the annual general

increase for public servants should be 1 April 2010.

The PSA tabled a demand for an increase of 11%

across-the-board. In addition, it also raised other issues

relating to service benefits, including increasing the

housing allowance from R500 per month to R1 650 per

month, extending the maximum medical-aid subsidy of

R2 570 per month (currently payable only to members

of the Government Employees Medical Scheme

(GEMS)) to employees who belong to other medical-aid

schemes. The employer, at a PSCBC meeting, tabled a

counter-offer to labour’s demands.

The offer in respect of the salaries for public servants

was 5,2% across-the-board from 1 July 2010 and on the

outstanding matters from PSCBC Resolution 1/2007,

including the housing allowance, the employer only

wanted to engage labour after concluding on wages.

The employer also rejected labour’s demand that its

contribution to medical aid be the same for all employ-

ees, irrespective of whether they belong to GEMS or

not.

Labour rejected the offer and the employ er was

requested to, in view of the inadequacy of the counter-

offer, return to the table with an improved offer. The

employer continued to argue that labour’s demands

were unreasonable as the figure (11%) was more than

double the projected inflation rate. Furthermore, as the

coun try was experiencing a recession, the employer

argued that it did not have the necessary funds to meet

the demands. The employer, however, “improved” on its

offer of 5,2% by offering an additional 0,1%, making up

a total 5,3% across-the-board increase from 1 July. The

employer remained steadfast in its refusal to increase

the contribution to the medical aid - it was not willing to

even consider the mat ter - and insisted that it would

only be ready to engage labour on the other outstand-

ing matters from PSCBC Resolution 1/2007 (inclusive of

the housing allowance) after conclusion of the wage

agreement. 
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At a later meeting, the employer’s revised offer of 5,3%

across-the-board (without improving on any other

be nefits) as from 1 July as opposed to 1 April, left the

PSA with no other option but to declare a dispute on the

employer’s failure to reach an agreement on salaries

and conditions of service.

The PSA’s view was that the employer’s improvement of

the offer by 0,1% at the time was wasting time with no

intention of reaching an agreement. The PSA concre-

tised the dispute by filing the necessary referral forms

required by the Constitution of the PSCBC.

When the employer invited labour back to the negotia-

tion table, the PSA had high expectations that it would

realise the seriousness of the situation and be as com-

mitted as we were to resolve the dispute in order to

avoid strike action. The PSA negotiators were at the

meeting, however, informed by the employer that they

would not be included in any further discussions until

they agreed to withdraw the dispute. The PSA informed

the employer that it was committed to resolve the mat-

ter, but that it could not withdraw the dispute until there

was an amicable settlement. The unions affiliated to

Cosatu supported the State as employer and also

insisted that the PSA should leave the negotiations.

The Cosatu-affiliated unions even went so far as to

withdraw their dispute and collaborated with the

employer to force the PSA to also withdraw its dispute. 

The PSA made it clear to the employer and the Cosatu-

affiliated unions that although it remained open to dis-

cuss solutions to the dispute, it was unable to withdraw

the dispute as it could only act upon the instruction of

its members. The PSA also pointed out that the PSCBC

Constitution allows for conciliation in the case of a

deadlock.

In view of the fact that the PSA was committed to

explore all avenues in an effort to resolve the matter,

it encou raged the employer to participate in such a

process of conciliation within the prescribed 30-day

period. The PSA placed it on record that strike action

would be inevitable if we were unable to convince the

employer to significantly improve on its wage offer and

address the housing allowance.

The PSA, after realising that the employer was not

go ing to improve its offer, decided on to commence

with strike action in the Public Service on its own in

an effort to force the employer to improve on its offer.

The PSA’s commitment to members is, to at all times,

pro tect their rights and promote their interests in an

assertive, innovative and ethical manner. It is for this

reason that the PSA stuck to its guns and advised

members that if the dispute remained unresolved, or

30 days expired without it being resolved, the respective

parties (PSA and the employer) may exercise their

rights.
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In terms of section 64 of the Labour Relations Act,
these rights, amongst others, include industrial action 

(after giving seven days’ notice) to the employer for

those employees not working in an essential service.

Despite the expulsion of the PSA from the

PSCBC by the rest of labour and the

employer, these unions were unable to

convince the employer during all the

meetings they had without the PSA

being present, to improve on its

offer of 5,3% by more than 0,9%

and the employer continued to refuse to

accede to the demand to equalise its contribu-

tion to the medical aid and parties merely subjected

this mat  ter to a task team. There was also only a slight

move ment on the issue of improving on the housing

allowance with an insignificant amount of R100 per

month.

Based on the fact that the PSA was not present at any

of these meetings, its demands remained unchanged

(10,5% from 1 April 2010 with a housing allowance of

R1 650 per month and an equalisation of the employer’s

contribution to the medical aid). The PSA was the only

union challenging the employer’s failure to adequately

meet labour’ demands and consequently remained in

dispute with the employer until the rest of labour joined

it - these parties, however, agreed to an extension 

of the conciliation period and the PSA pro-

ceeded alone with its historic strike.

A certificate of non-resolution of dispute was issued to

the rest of labour on 9 June 2010 when they also failed

to reach a settlement. These developments came after

the employer refused to improve on its offer of a 6,5%-

increase across-the-board for public servants and

unions were demanding an 8,5%-increase for their

members. Other issues relating to service be nefits, such

as increasing medical-aid subsidies and the housing

allowance from R500 per month to R1 000 per month,

were also raised. What followed after the PSA’s historic

move to commence with strike action on its own

became one of the longest, joint labour strike actions

in the history of the South African Public Service.

When the strike was suspended in September 2010, the

duration of negotiations had spanned some six months

(of which the PSA was “expelled” from the PSCBC for

three of those months). The unions (inclusive of the

PSA) finally agreed to a 7,5%-salary increase and an

offer of R800 per month on the housing allowance.

This period of negotiations and the resulting strike

action proved that without the PSA present in the

PSCBC and making a contribution on behalf of its

members, parties will be involved in unproductive and

protracted negotiations. It also proved that the PSA had

shed the reputation of being a union whose members

will never strike and had indeed become a force to be

reckoned with and taken seriously. 
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Wage negotiations 2011/12
In terms of clause 7 of PSCBC Resolution 4/2010 (last

year’s wage agreement), the annual substantive wage

negotiation process should be aligned with the State’s

budget process. This implies that negotiations for 2011

should have commenced as soon as possible. The PSA

consequently, after obtaining mandates from its mem-

ber structures, tabled its demands for the 2011/12-finan-

cial year at a PSCBC meeting on 25 November 2010.

Once again, the PSA was the first union to take action,

as the unions affiliated to Cosatu were not ready to        

table their demands.

The employer, in response, indicated that it did not have

a mandate to engage the PSA on its demands, but that

it would study the demands and report back at the next

PSCBC meeting. The PSA indicated that, in view of the

undertakings made during the previous round of nego-

tiations, which culminated in PSCBC Resolution 4/2010,

a negotiated salary agreement in respect of the 2011/

12-financial year should be concluded as soon as

possible. It was the PSA’s view that negotiations should

commence as soon as possible to avoid protracted

negotiations and the PSA thus continued pressuring the

employer to table a counter-offer.

The PSA’s demands were set out in a “position paper”

and can be broadly outlined as follows:

The PSA’s approach during the new financial year’s

round of salary negotiations is to make provision for

an inflation-related increase (CPI). Over and above

inflation and with a view to ensure that public ser-

vants’ salaries are not eroded, a real increase of 5%

should also be granted. 

The implementation date in accordance with PSCBC

Resolution 4/2010 must be 1 May 2011.

The PSA’s demand is for a single-term agreement.

The PSA also demands that the following measures

be addressed during this new round of wage nego-

tiations. These details were also set out in the “posi-

tion paper”:

Pay Progression

Grade Progression (career-pathing)

Housing Allowance

Danger/Special Danger Allowance

Threshold for overtime calculations 

Medical subsidy 

Recognition of improved qualifications and

long-service awards

Capped leave

Pensions

The Cosatu-affiliated unions were only ready to table

their demands in 2011. The PSA met with the rest of

labour and the demands were subsequently consoli-

dated and later tabled at a special PSCBC 

meeting on 15 February 2011.
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The following demands were raised as requiring priority

attention:

An across-the-board increase of 10% for the single

term of 2011/12 and which must be implemented

with effect from 1 May 2011.

The process in respect of the housing allowance set

out in PSCBC Resolution 4/2010 must be finalised by

the agreed date of 31 March 2011, failing which the

current allowance of R800 per month must be in-

creased to R1 650 per month and, in addition, the

allowance must be paid to all employees, irrespec-

tive of their marital status.

The employer’s contribution to all medical-aid

schemes must be equalised in line with its contribu-

tion to GEMS. The demand in respect of the medical-

aid contribution must also cover the following issues
in respect of pensioners as part of the demand:

The medical-aid subsidy for all pensioners (on

so-called open schemes as well as GEMS)

should be delinked from the medical subsidy for

public servants still in service.

The minimum medical-aid subsidy for pension-

ers should be increased to R2 224 per month.

The existing formula for the calculation of the

medical-aid subsidy (for open schemes) should

apply (2/3 to a maximum of R2 224).

The medical-aid subsidy for pensioners should

be increased annually by the CPI plus 3%.

The employer, in response to these consolidated

demands, at the special PSCBC meeting on 22 March

2011, made the following counter-offer:

Multi-term salary agreement up to 2016 (i.e. five

years) with a projected CPI of 4,8% for 2011/12.

Subsequent years’ salary adjustment based on the

projected CPI.

“RDP”-house scheme for employees on salary levels

one to three from 1 June 2011, provided that they

comply with set criteria. 

A new housing scheme will be implemented for all

employees in the Public Service by no later than

30 April 2013, which is in conflict with clause 4 of

Re solution 4/2010 (salary agreement) which stating that

a new home-ownership scheme will be implemented

on 1 April 2011. The employer placed it on record that

la bour’s demand for the equalisation of the medical-aid

contributions is unaffordable and advised that employ-

ees who want a higher medical-aid subsidy should join

GEMS. The employer also tabled a demand to the

effect that working time in the Public Service should be

reviewed and that the review process be subjected to

research over a three-year period.

It was clear that the employer’s response did not seek

to earnestly address labour’s demands and showed no

sense of urgency in dealing with all the issues raised by

labour.
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Hence, labour rejected the employer’s offer and

de mand  ed that it be revised and tabled in the PSCBC

on 24 March 2011.

Further developments in the PSCBC in respect of the

2011/12-financial year will be covered by the next 

report.

National Pensions Task Team 
Phase Two: Recognition of non-pensionable service as

pensionable service for public servants affected by

past-discriminatory pension practices

On 24 May 2010, the Minister of Public Service and

Administration officially launched phase two of the pro -

cess to ensure redress for public servants and former

public servants (or their dependants/beneficiaries) who

had suffered prejudice as a result of discriminatory

practices in respect of pensions. 

The process stems from provisions in PSCBC Resolu-

tions 7/1998 and 12/2002. The PSCBC established a

national task team to oversee the process and both

labour and the employer are represented on the task

team. To implement the redress, the PSCBC also facili-

tated the establishment of task teams in all Provinces

and National Departments to ensure the capturing of

applications for the recognition of previous years of

service as pensionable.

The various provincial and national task teams are

the first line of contact and assist applicants with the

completion of application forms, verification of docu-

mentary proof and compliance with one of the identi-

fied categories. They also ensure that the documents

reach the PSCBC task team, which will then submit it to

the Government Employees Pension Fund (GEPF).

The PSA took the initiative, in most instances, to intro-

duce the item on the agenda of Bargaining Chambers

and to ensure that the task teams get established.

The Department of Public Service and Administration

(DPSA) also secured the support of dedicated employ-

ees in the human resource components of Depart-

ments and provinces to assist with the activities of the

task teams, provide the necessary office space and

other necessities such as computers and stationery

and access supporting documents in the employer’s

records or archives, when required. The closing date for

applications was extended to 31 March 2012.

Education Labour Relations Council (ELRC)

The ELRC, during the report period, attended to matters

which were identified for collective bargaining in public

education.
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A list of priority areas such as the revision of the teacher

appraisal system, Education Management Service

(EMS), job evaluation for Office-Based Educators

Teaching and Learning Specialists

and Senior Teaching and Learning

Specialists, Recognition of Prior Learning

(RPL), Revision of the Personnel Administration 

Material (PAM) as well as abnormalities and back logs

received attention. 

Various task teams were established and

it is foreseen that their progress reports

on the Teacher Laptop Initiative,

Post Provision Norms (PPN),

Teacher Performance Appraisal

and PAM should be available during

the next report period.

Public Health and Social Development
Sectoral Bargaining Council (PHSDSBC)

The PSA has annually grown in the Public Health and

Social Development Sector and it is the largest inde-

pendent union representing members in this Sector.

The PSA regards the duties performed by members in

the PHSDSBC as of the utmost importance as the

health and well-being of the broader public are de-

pendent upon the services rendered in this Sector.

Unfortunately, the Sector has lost suitably-qualified

employees over the last couple of decades as the

importance of retaining these staff was not realised by

the employer until it was almost too late. The Sector is

currently burdened by not only poor working conditions,

but is also hampered by a continued shortage of quali-

fied staff.

The PSA was one of the unions who realised that the

situation had to be addressed urgently and was there-

fore the co-signatory of the 2007-wage agreement in

terms of which an occupational-specific dispensation

(OSD) had to be negotiated for those categories of

occupations which were regarded as “scarce” and

which required a dispensation to improve the dismal

situation in the Sector. The PSA and the rest of the

unions signed the subsequent agreement relating to

the OSD for the Nurses occupations. The agreement

sought to address and recognise experience, qualifica-

tions and training in speciality areas.

Although not all the concerns were addressed and the

required experience for appointment and advancement

to higher categories were too high, this first “special”

dispensation at least set the stage for further improve-

ments to be negotiated. When it came to light that the

employer in the various Provinces was not implement-

ing the agreement correctly, the PSA and other unions

in the Sector took the matter to Court for adjudication. 

It i
s c

lear
 wh

y

em
plo

yee
s in

 th
e

Hea
lth 

Sec
tor

sho
uld

 joi
n

the
 PS

A

12

REPORT:Layout 1  2011/08/24  1:59 PM  Page 12



The Court agreed with us and the resultant settlement

agreement which was reached with the employer was

made an Order of Court.

It soon became apparent that the employer did not

fo resee the financial implications of implementing

various OSDs across the Public Service. Three dis -

pensations (Social Ser vice Professions, Medical Cluster

and Therapeutic, Diagnostic and Related Allied Health

Professionals) to be negotiated in the Sector therefore

had to pay the price in respect of different implementa-

tion dates, required years of experience and consistent

recognition of qualification requirements across the

Sector. This led to the first unprotected strike by the

medical cluster and, in particular, Doctors. The PSA

was one of the unions that fought tirelessly for the best-

possible outcome for the respective dispensations.

Owing to varying implementation dates and other

primary areas of concern, such as the recognition of 

experience and specialities and entry le vels of Profes-

sionals, the PSA could not obtain sufficient mandates

from members to sign these agreements. Those

unions representing the majority of employees in the

Sector did, however, sign all the agreements in re-

spect of the OSD and therefore the agreements are

binding, not only on their members, but on all employ-

ees (and the employer) in the Sector.

These developments in the Sector, particularly in rela-

tion to the various OSDs, make it clear why employees

should join the PSA. Only if the PSA becomes the union

representing the majority of employees in the Sector,

can it follow the example of the GPSSBC and set the

pace in respect of the improvement of members’

interests in the PHSDSBC. It is, however, not only the

responsibility of the PSA to recruit and retain employees

in the Sector, but it is also the duty of each PSA

member and shop steward to see to it that this goal is

accomplished. This will not only benefit the PSA, but

more importantly, its members will reap the fruits.

National Chamber: 
Health and Social Development
The Chamber met on a regular basis and for this report

period the PSA remained the majority union in the

Chamber with a vote weight of 65,78%.

Although the National Department of Health is under-

taking a pro cess of restructuring, the employer repre-

sentative in the Chamber refused to acknowledge this

and resisted the introduction and discussion of the

matter in the Chamber. The PSA had to put the employ -

er on terms before parties came back to the negotiating

table to commence with the consultation process as

required by law. The focus has been on the top-level

structure and it is not yet clear how this will impact on

other levels. The PSA will be included in further meet-

ings of the “fit for purpose structure” task team.
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The employer indicated that no job losses are envis-

aged, but the possibility of transfers and relocation to

other Provincial Administrations cannot be excluded.

The PSA will, however, ensure that a fair process is

followed when the employer considers the requests of

those employees who cannot relocate.

General Public Service Sectoral Bargaining
Council (GPSSBC)

During the report period, the PSA became the majority

union in this Sector. This implies that no agreement can

be signed with the other unions without the PSA being

a signatory.

The PSA, as majority union, contributed in ensuring that

the OSD agreements for various occupational groups

were signed and implemented. The Council was faced

with huge challenges and demands resulting in the

need to increase the levy amount to meet operational

costs. Funding for GPSSBC activities was discussed 

ex tensively and PSA members gave a mandate to

increase the levy from R2 per employee to R4 per

month. The total contribution of both employee and

employer is thus R8 per month. The increased levy

amount will go a long way in ensuring that the GPSSBC

continues to render an efficient and effective service to

employees within its scope.

National Departments of the GPSSBC 
As already mentioned, Departmental Bargaining

Chambers met on a regular basis apart from the period

du ring which the Public Service strike action took place.

Meetings only resumed in February 2011.

Department of Home Affairs

The Chamber, during the report period, finalised the

implementation of the “Turn-Around Strategy” and the

PSA was instrumental in ensuring that this Strategy was

introduced without infringing on the rights and interests

of members. This proved to be successful as very few

disputes and grievances flowed from the implementa-

tion process.  

The PSA took a strong position and forced the employ -

er not to unilaterally amend its working hours. The

employer, as a consequence, attempted to approach

the Labour Court on an urgent basis for a Declaratory

Order to the effect that it is within its right to change the

working hours unilaterally. The PSA, in line with its com-

mitment to members, opposed the employer in Court.

The PSA was successful in defending the matter as the

employer could not prove urgen cy. The employer, how-

ever, still proceeded with the uni lateral implementation

of the new working hours and the PSA was forced to

declare a dispute. During conciliation, the employer

raised a point in limine that the Council does not have

jurisdiction to resolve the dispute and the conciliator

ruled in favour of the employer.
14

REPORT:Layout 1  2011/08/24  1:59 PM  Page 14



It was the conciliator’s view that the employer was act-

ing within its right to amend the working hours in terms

of the provisions of the Basic Conditions of Employment
Act. In further pursuing the interest of members, the PSA

referred the outcome to an attorney to obtain a le gal

opinion on whether the conciliator had acted with in her

legal power in making such a ruling. The opinion was,

by the end of the report period, still being awaited.

Department of Justice

and Constitutional Development

The Chamber met on a quarterly basis. Since the

employer failed to implement the second phase of the

OSD for legally-qualified employees in the Department

according to the timeframe as indicated in the OSD

agreement, the PSA made an application to the Labour

Court to make the settlement agreement an Order of 

Court. Once a Court date was set, the employer was

un der tremendous pressure to comply with the imple-

mentation of the second phase, which was finalised by

the end of the report period. The PSA also successfully

pressurised the employer to implement the outcome of

the job evaluation for Prosecutorial staff.  

National Treasury

The Chamber met on a quarterly basis during the report

period. Regular discussions took place on matters that

affected members’ rights and interests.

The most important issue negotiated was the restruc-

turing of the GEPF and its configuration into the Govern-

ment Pensions Administration Agency (GPAA). The

employer initially applied the pro cess in terms of 

section 189 of the Labour Relations Act, 1995 (LRA). It
was on ly after extensive pressure from the PSA that a

process in terms of section 197 of the LRA, which was

the correct process to follow, was agreed upon. The

GPAA was subsequently established as an entity and

members’ rights and interests were protected through-

out the process.

Department of Agriculture, Fisheries  and Forestry

The Chamber met on a regular basis and addressed

matters such as the restructuring and amalgamation

of Fisheries and Forestry into the Department of

Agriculture, which will subsequently be known as the

Department of Agriculture, Fisheries and Forestry.

The employer tabled the macro structure for consulta-

tion whereafter a functional structure will be tabled for

consultation. The PSA will ensure that members’ rights

and interests are protected throughout these pro cess -

es. The employer also agreed that job security is to be a

priority, but could not guarantee that job content will

remain the same. The restructuring in the Department is

a priority and weekly meetings are being scheduled to

en sure effective consultation.
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A burning issue that was addressed was the job evalua-

tions that took place and the down-grading of several

posts in the occupational class: Economist. The matter

was referred to the relevant Minister for urgent interven-

tion and a decision to exclude Economists from the

job-evaluation exercise at national level was being

investigated by the end of the report period.

Department of Labour

This Chamber met regularly. The employer, during the

report period, intended to restructure the entire Depart-

ment based on the Cabinet-decision that all Depart-

ments needed to render a reasonable, accessible

ser  vice to the public. The Department intended to re-

structure its Head Office, the Unemployment Insurance

Fund and the Compensation Fund. The expertise of

the International Labour Organisation was utilised and

project teams were established to consult stakeholders,

including recognised trade unions (including the PSA)

in the Department.

The Consultative Forum took a leading role in this re-

gard. The issue was tabled at Chamber level and it was

consequently decided that a task team be established

where engagement will take place. Several task team

meetings were held, but by the end of the report period

the process had not been finalised.

Extensive consultation took place in respect of policies,

of which most were operational in nature. The Depart-

ment provided several tools of trade for employees to

execute their duties. Pool cars, labeled as “Green Cars”,

were introduced. The other policies, which were fully

and extensively consulted with labour, were:

Travel policy: An operational policy where Inspectorate

divisions were affected in terms of the utilisation of pool

cars. Provincial Executive Managers had approved the

acquisition of the subsidised cars without taking into

consideration whether the required kilometers will be

covered in terms of the guide from the Department of

Transport. The PSA, however, insisted that this be done

and ensured that a fair process was followed.

Performance Management and Development

System (PMDS): The PSA insisted that labour be repre-

sented on the Local Review Boards to ensure that fair-

ness prevails. Although the employer initially did not

ac cede to this demand, the PSA insisted and provided

relevant motivation. The employer finally acceded to the

demand and the policy was subsequently adopted.

Department of Human Settlements

The Department was faced with the challenge of taking

over housing projects undertaken by parastatals, which

were subsidised by the Department. The Thubalethu
Housing Project was disestablished and all its employ-

ees had to be absorbed into the Department.
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The PSA addressed the situation of both existing and

incoming employees by ensuring that the new organi-

sational structure, which was subjected to consultation

with labour, was able to absorb both groups of employ-

ees. The PSA ensured that this was done before the

DPSA was approached by the employer to ratify the

structures. All the employees were absorbed and

appropriately placed. Thanks to its diligence, the PSA

was in a position to recruit the bulk of the newly-

absorbed employees.  

The PSA also negotiated with the employer for the intro-

duction of orientation courses for newly-absorbed em-

ployees from the private sector in order for them to

familiarise themselves with the public sector.

Departments of Cooperative Governance

and Traditional Affairs

The former Department of Provincial and Local Govern-

ment was separated in terms of a Cabinet decision and

the relevant GPSSBC Resolution into two separate enti-

ties, namely the Departments of Cooperative Gover-

nance and Traditional Affairs respectively. The two

structures were approved by the DPSA and now have

separate Chambers to deal with issues of mutual inter-

est. It is foreseen that these two Chambers will be fully-

functional during the next report period.

Statistics SA

The Chamber operated effectively and regular meet-

ings took place. Discussions took place on a quarterly

basis on matters affecting the interests of members,

including the review of policies. In the last Chamber

meeting it was agreed that a departmental task team

will be established to deal with the review of policies as

most policies were last reviewed in 2001. The task team

will first deal with all the crucial policies which include,

amongst others, the Recruitment and Selection Policy

and the Performance Management System. The Cham-

ber played a vital role in preventing labour disputes

and assisted to foster good relationships between the

employer and the admitted unions.

Sport and Recreation SA

The Chamber operated effectively and meetings took

place in terms of the Chamber’s year calendar. Matters

affecting the interests of members were discussed on

a regular basis during Chamber meetings. A burning

is sue that affected members was the alleged overpay-

ment of the 8%-performance bonus and transitional

allowance which was paid out to members for the

2005/06-financial year. Members were instructed by the

employer to pay back those monies they allegedly

wrongfully received. After the PSA took legal steps, the

employer decided to write off the debt.
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Department of Tourism

The Chamber was established in July 2010 as a result

of changes to Cabinet as announced on 10 May 2009,

which led to the reconfiguration of the Public Ser vice.

This resulted in the split of the former Department of En-

vironmental Affairs and Tourism into the Departments

of Environmental Affairs and Tourism re spec tively. The

GPSSBC formally disestablished the previous Chamber

and established a new Chamber for the Department of

Tourism on 26 July 2010 in accordance with GPSSBC

Resolution 4/2010. The first issues that were discussed

were policies for the new Department. Consultation

took place in the Chamber and most policies, including

those on Recruitment and Selection, Leave and the

Performance Management System, were adopted for

implementation.

Department of Higher Education and Training

The Chamber met on a quarterly basis. Regular discus-

sions on issues affecting members’ interests took place.

The PSA ensured that the GPSSBC Secretariat oversaw

and administered the Chamber to ensure effective par-

ticipation of all admitted parties. By the end of the report

period, the Chamber was reviewing policies. This pro -

cess commenced as a result of a proclamation, which

included the transfer of certain functions from the De-

partment of Labour, the Higher Education Directorate

and Further Education and Training Colleges (FETC) to 

the newly-established Department of Higher 

Education and Training.

The process should be finalised during the next report

period. 

Department of Basic Education

The Chamber met on a quarterly basis. A Departmental

task team was, at the insistence of the PSA, established

with a view to, amongst others, address the review of

policies following the split or reorganisation of the origi-

nal Department of Education into the Departments of

Basic Education 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. 

Department of Trade and Industry (DTI)

The GPSSBC established a new Chamber for the

Companies and Intellectual Property Registration Office

(Ci pro) separating it from the DTI because of restructur-

ing. The restructuring of Cipro was discussed at a joint

meeting between the DTI and Cipro. The PSA put pres-

sure on the employer to consult properly in the relevant

forum to deal with restructuring issues, identify pitfalls

and avoid any ambiguities during restructuring. The

PSA ensured that there were no resulting job losses.

A new organisation was established in terms of the

Companies Act, 2008 (Act 71 of 2008), which created a

new Companies and Intellectual Property Commission

(CIPC). The intention was to enhance the service

deli very of Cipro and the Office of Company and

Intellectual Property Enforcement (OCIPE).

18

REPORT:Layout 1  2011/08/24  1:59 PM  Page 18



Department of Mineral Resources

The Chamber operated effectively and more than the

required quarterly meetings were held. Since the sepa-

ration of the former Department of Minerals and Energy

to form the Department of Mineral Resources (DMR)

and the Department of Energy, the Chamber met twice.

The PSA persuaded the employer that the OSD for

Environmentalists should also be applied to the Occu-

pational Class: Environmental Officer in the DMR. The

employer, after consultation with the DPSA, received

approval to implement the stipulations of this OSD in

the Department.

Public Administration Leadership Management

and Academy (Palama)

The Chamber operated effectively under a new

ma nagement and the PSA remained the majority union.

The GPSSBC is also overseeing and administering this

Chamber. Regular discussions on matters affecting the

interests of members took place in the Chamber, which

included the regular review of policies. During the last

Chamber meeting for the report period, further realign-

ment of the organisation was the most contentious and

pressing issue on the agenda.

The PSA advised all members adversely affected by

the unilateral changes of the existing contract of

employment to lodge individual disputes.

Department of Transport

Various issues affecting the interests of members were

discussed in the Chamber, including the matter of

Road Transport Management Corporation (RTMC)

se conded staff members, who now fall within the ambit

of Essential Services. The PSA played an important role

in all discussions relating to employees to be seconded

to the RTMC. Several human resources policies were

also reviewed.

Department of Rural Development and Land Reform

The Chamber met on a regular basis and during the

report period the PSA remained the majority union with

a vote weight of 61,08%. For the last three years restruc-

turing was the most contentious issue on the agenda.

The reconfiguration of the Public Service following

Cabinet’s 2009-decision resulted in yet another change

in the name and mandate of the Department with the

addition of rural development which, in turn, led to

another review of the structure in 2010. This effectively

means that the Department had been subjected to

restructuring processes for the past three years. The

greater part of 2010 was spent on the finalisation of the

latest organisational structure which was subsequently

approved in March 2011. The employer all along main-

tained 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.
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The new organisational structure would effectively

increase the Department’s number of posts from 4 513

to 7 467, but the employer does not have the funds to fill

all posts simultaneously. The new posts will therefore

be filled over a period of time.

It has since become clear that not all employees will

be absorbed on the new organisational structure owing

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

gic/operational plan and may be carried out of adjust-

ment or additional to the new establishment. The em-

 ployer was warned to expect a substantial increase in

unfair labour practice disputes with regard to unfair

demotions. Members were assisted with the lodging of

such disputes.

Going forward, the focus will be on ensuring that the

migration of employees is done in a fair, consistent and

transparent way. For this purpose, the criteria to select

employees for absorption into available posts, espe-

cially where there are more employees than posts in

some branches/directorates, will be crucial. Labour

was adamant that for the initial phase, employment

equity should not be one of the criteria. This will ensure

that all members are given priority when posts are filled

and not further prejudiced because of circumstances

beyond their control.

The employer launched Project Vulindlela for the digiti-

sation of records and documents involved in the lodg-

ing of Deeds relating to the change in ownership of

property and the Cadastral process showing the extent,

value and ownership of land in South Africa. A project

team was awarded the tender to drive this process. It

was acknowledged that Project Vulindlela will have

substantial implications on various fronts which will 

necessitate continuous and extensive communication

between and involvement of all stakeholders. A Change

Management Forum (CMF) was established, consisting

of project team members, the employer and labour

representatives. The CMF only met once during the

report period, but it is intended to meet on a monthly

basis going forward for as long as it may be required.

Continuous feedback to affected members remains a

PSA priority.

It was envisaged that the Project would impact in one

way or another on the total workflow in the Branches

Deeds Registration and Cadastral Surveys. It was still

unclear by the end of the report period as to exactly

what the impact and implications were going to be.

No job losses or retrenchments are envisaged, but it is

anticipated that employees will have to be retrained to

adapt to the new modus operandi. In cases such as

those of Messengers, where the jobs may become

ob solete because of the electronic submission of

applications, training will ensure that they can be

absorb ed in other occupational categories.

20

REPORT:Layout 1  2011/08/24  1:59 PM  Page 20



In January 2009, the employer took a decision to unila-

terally terminate the Piecework and Production Incen-

tive Scheme at Deeds Offices with effect from 1 Febru-

ary 2009. The initial approach by the PSA was to bring

an urgent application in the Labour Court against this

decision, but upon investigation and discussion it tran-

spired  that the employer had, in fact, not implemented

the decision. 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 piece-

work system which made it possible to pay incentive

bonuses.

The PSA, however, still considered the decision by the

employer to be in contempt of a Labour Court Order

of November 2006 in terms of which the quotas for the

piecework system and the norms for the data and

mi cro-film schemes were agreed to. The PSA therefore

requested the employer to confirm whether the inten-

tion was to withdraw the applicable measure or to

suspend the performance of additional work as a result

of low work volumes. The fact that the employer left

the matter hang ing and gave contradictory responses

was not acceptable to the PSA. The employ er was

approached yet again and placed on terms to give a

clear and unequivocal undertaking that the Incentive

Scheme remains in place and that when work volumes

increase, the Scheme will be implemented.

Du ring the report period, answering and replying

affidavits were exchanged, but parties could not reach

agreement on key aspect, namely that the Incentive

Scheme remains in place and that when work volumes

increase, it will be implemented again. The matter was

therefore referred to the Labour Court for a hearing

which has been set for 24 August 2011.

Department of Water Affairs

The Department of Water Affairs and Forestry was

reconfigured with the transfer of the Forestry function

to the Department of Agriculture, Forestry and Fisheries.

The Chamber met on a regular basis and during the

report period the PSA remained the majority union with

a vote weight of 54,52%.

The Department had been in a state of gradual dis-

integration for most of the report period owing to the

suspension and subsequent dismissal of its Director-

General and the suspension of other key senior-man-

agement employees. This impacted on operations and

frustrated feedback to labour in the Chamber. After

la bour objected to the lack of commitment by employer

representatives, it was agreed that should the tendency

continue, the Chairperson would formally lodge a

com plaint to the relevant Minister via the Council.

Burning issues that were attended to in the Chamber

during the report period were:
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OSD: The non-implementation of the OSD was a main

focus area with labour having to exert continuous

pressure on the employer, via the Chamber, in bilateral

meetings and also by means of grievances, to imple-

ment. The employer finally implemented pha ses one

and two and was busy preparing for the implementa-

tion of phase three whilst awaiting a determi nation from

the DPSA that will guide Departments in this regard.

The PSA assisted employees who indicated that they

were translated incorrectly.

Transfer: Working for Water Programme (WfW):
The Minister of Water and Environmental Affairs

approved the transfer of the Natural Resources Ma-

nagement Programmes (NRMP) such as Working for

Water, from the Department of Water Affairs (DWA) to

the Department of Environmental Affairs (DEA). It was

the intention of Government that the Programme will

form part of the envisaged National Resource Manage-

ment Branch to be established in the DEA.

The focus of the new Branch will be to get all “green

issues” under one roof. Virtually the entire staff compo-

nent of the DWA’s NRMP was appointed on contract.

A substantial number of these contracts expired at the

end of November 2010, but all have so far been renew -

ed. It was emphasised that no job losses are envisaged,

with all indications being that the process will, in fact, 

create more job opportunities.

The PSA was also represented in the GPSSBC’s

Chamber for the DEA and was therefore ideally placed

to protect members’ rights and interests. 

Transfers: Employees involved in Water Services:

The employer was during the report period still involved

in various transfer processes around Water Services.

The various PSA Provincial Offices facilitated the

pro cess of reaching agreements on the transfer of

benefits and conditions of service.

Independent Complaints Directorate (ICD)

The PSA is one of three active unions in the Chamber

with a vote weight of 37,50%. At least two of the three

unions must be in attendance for the Chamber to

quorate and this presented a challenge during the

report period owing to the lack of continuity by

re presentatives and the involvement of the other two

unions. The main focus of the Chamber was around

the following:

Establishment: Independent Police Investigative
Directorate (IPID): The ICD was established in April 1997

to investigate complaints of brutality, criminality and

misconduct lodged against members of the South

African Police Service (SAPS) and the Municipal Police

Service (MPS). It obtained its legislative mandate from

section 53(2) of the South African Police Act (Act No 68

of 1995).

22

REPORT:Layout 1  2011/08/24  1:59 PM  Page 22



This way of operating has, amongst others, compro-

mised the independence 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 legisla-

tion. The Independent Police Investigative Directorate
Bill is therefore in the process of being finalised, but has

not been promulgated yet. The Bill aims to ensure the

in dependent oversight of the SAPS and the MPS. It is

foreseen that the process will eventually impact on the

establishment, job descriptions and conditions of ser-

 vice of employees.

Department of Correctional Services (DCS)

Deliberations in the DCS during the report period focus -

ed largely on problems emanating from the implemen-

tation of the seven-day establishment as well as other

challenges relating to the implementation of GPSSBC

Resolution 2/2009.

This agreement gives effect to the implementation of

an OSD for Correctional Services Officials, centre-based

and non centre-based Correctional Officials. The imple-

mentation of a twelve-hour shift system proved espe-

cially problematic as it exacerbated the human re-

 source shortage in the DCS. These problems resulted

in a meeting with the Minister of Correctional Services,

where the PSA succeeded in reinforcing principles

which were previously agreed upon as the premise for

the implementation of new shift systems in the DCS.

These include the availability of sufficient

hu man resources and compliance with

safety standards. Negotiations on the

implementation of shift systems

were ongoing by the end of the

report period.

The PSA declared disputes on

matters relating to the implemen ta tion

of the OSD. Of specific importance is the

dispute on the implementation of the second phase of

the OSD as well as the application of leave in the DCS.

These negotiations have not been finalised.

During 2010, the DCS was affected by continuous

changes in its executive management, which nega-

tively impacted on programmes initiated by the previ-

ous National Commissioners, such as the Relationship

Building by Objective (RBO) process. These changes

were especially prevalent in the human resources

environment and had a serious impact on the effective

functioning of all labour-related processes.

Department of Arts and Culture

The Department introduced a number of policies for

consultation during the past year, namely Remunerated

Overtime, Official Working Hours, Resettlement Expen-

diture, Job Evaluation, Employment Equity, Corporate

Clothing and Leave.
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The PSA, however, held that the policies on Leave,

Resettlement Expenditure and Remunerated Overtime

be negotiated. The employer initially hesitated and in-

sisted on consultations. A bilateral meeting was held

between the PSA and the employer during which the

relevant clauses of PSCBC Resolution 3/1999, which

require negotiations on these policies, were brought to

the employer’s attention. It was resolved that the three

po  licies will be negotiated and not consulted. The PSA

had started this process by the end of the report period.

Another important matter refers to the operational

development exercise of the Department and which is

nothing other than a restructuring process. The Depart-

ment undertook an investigation into a possible restruc-

turing process, which was apparently approved by the

DPSA. The PSA pointed out to the Department that it

cannot proceed with the implementation prior to con-

sultations with labour. The Department attempted to

avoid consultations with the PSA as the majority union.

The PSA, in turn, indicated that no other matters would

be entertained in the Chamber until the employer was

willing to properly inform labour of its proposed restruc-

turing plan and consult on the matter. After two Cham-

ber meetings had to be postponed because of the

employer’s unwillingness to engage labour in this

regard, the employer called for a “bosberaad” and

scheduled a special Chamber meeting to consult

with labour. 

Department of Public Service and Administration

(DPSA)

The major outstanding issue which was dealt with was

negotiations/consultations on the return of employees

who were seconded to the Public Service Sector Edu-

cation and Training Authority (PSETA). The PSETA was

placed under administration for a number of reasons

and went through a difficult time during the past year.

The extent of the problems led to the Minister of Higher

Education and Training’s decision to extend its lifespan

with one year only. As a result, job security at the PSETA

became a major concern.

The PSA engaged as part of labour with the PSETA

and the DPSA on discussions regarding the return of

seconded em ployees to the DPSA. A committee was

established to deal with these discussions and make

recommendations on the return of staff, timeframe, po-

sitions staff would be absorbed in and the extension of

secondment periods for staff who wished to stay on at

the PSETA for a fixed period. As a result of this interven-

tion by the PSA, the majority of staff members were ab-

sorbed into positions at the DPSA. The positions which

the employees indicated they wished to be absorbed

into were, however, already filled despite an undertak-

ing from the DPSA that these positions were kept for the

seconded staff who wished to return. As a result, some

staff members were absorbed into positions which are

not funded. The DPSA was, by the end of the report pe-

riod, obtaining approval for the funding of these posts.
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Policies on Bereavement, Procedure on Management

of Debtors and on Managing Sexual Harassment were

also adopted after consultations with labour.

South African Police Service (SAPS)

The PSA, as a minority trade union in the Safety and

Security Sectoral Bargaining Council (SSSBC), has no

organisational rights in the SAPS and is also not an

admitted party to the SSSBC. This, however, did not

pre vent the PSA to indirectly assist members. Amongst

a number of minor enquiries, the PSA also dealt with

two major issues in an indirect manner. Members were

concerned about the fact that an agreement that was

signed in 2006 in the SSSBC in terms of which Consta-

bles and Warrant Officers could be upgraded, was

ne ver implemented. The PSA realised after studying the

agreement, that it made no provision for a process to

implement the agreement and that its implementation

was further hindered by a National Commissioner

Instruction in 2008.

In terms of the Instruction, staff would have to wait for

the National Commissioner to invite them to apply for

upgrading. The Commissioner simply never did so.

The PSA took the matter up with the principals of SAPU

(an ILC party in the SSSBC) after which a new agree-

ment was signed in the SSSBC which not only enabled

Constables and Warrant Officers to be upgraded, but

also made provision for promotions to the ranks of

Lieutenant and Major.

The PSA’s position with regard to the SAPS, however,

remains problematic and the PSA will have to consider

steps to drastically increase its membership in order to

be able to represent members properly.

Department of Economic Development

Although this Department was established in terms of a

Presidential proclamation, it has not yet been properly

established and staffed. Discussions and negotiations

on transferring staff from the DTI were the only activity

in the Department’s Bargaining Chamber. 

Further Education and Training Colleges (FETC) (Sup-

port Staff):

The FETC Bargaining Unit was extremely busy the past

year. After arguments on the legality of the Bargaining

Unit for Support Staff were laid to rest, it started negotia-

tions on bringing parity to the salaries of staff that were

appointed by Colleges and staff transferred to Colleges

from the Public Service in 2008. The Colleges-appointed

staff’s salaries and conditions of service were far lower

than those of their Public Service Act colleagues. In

some instances, Colleges-appointed staff received no

employment-related benefits. Parties realised that in

order to address the inequalities, substantial funds had

to be made available from the Department of Higher

Education and Training. Calculations showed that it

would not be possible to address both the sa laries and

conditions of service in a single fi nancial year.
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A decision was taken to first bring parity to salaries and

then address the conditions of service in a second 

round of negotiations at the FETC Bargaining

Unit for Support Staff. An agreement was

signed in February 2011 after months

of collecting and collating informa-

tion in respect of salaries of

Colleges-appointed staff.

The agreement was ratified

in the GPSSBC and implemented.

Although the agreement was implement -

ed, there were individual enquiries regarding

translation to the Persal system. These matters were

taken up by the PSA with the Further Education and

Training Chief Executive Officer.

Parties recently started collecting information on the

conditions of service of Colleges-appointed Support

Staff. All the information has not yet been received.

The matter is, however, being discussed in a task team

which will, after studying all the collected information,

draft an agreement to be tabled at the FETC Bargaining

Unit for Support Staff.

National Department of Public Works

The PSA, as one of the active unions admitted to the

Chamber, protected the jobs of its members employed

by the Department and deployed at the Zonderwater 

Sewage Plant.

The Department wanted to replace these employees by

a private contractor. The PSA opposed this in order to

protect the jobs of affected em ployees. It was resolved

that the employees will continue with their normal du-

ties whilst the contractor renovates the plant.

Public Service Commission

The PSA persuaded the employer to convert the Leave

Policy into a collective agreement. The agreement was,

by the end of the report period, being negotiated at 

Departmental Bargaining Council level. The PSA also

requested the employer to benchmark that agreement

with the one negotiated at the Department of Interna-

tional Relations and Cooperation, which was ratified

by the GPSSBC. The Chamber was mainly busy with

consultation of po licies. Policies that were adopted

include those on Uniforms and Security.

Department of International Relations

and Cooperation

The Special Leave collective agreement, which the PSA

persuaded the employer to convert from a policy to a

collective agreement, was ratified by the GPSSBC and

most Departments are now using it as guideline when

negotiating their collective agreements on Special

Leave. The Special Leave collective agreement is

applicable to all employees of the Department with the

purpose of regulating employees’ absence from duty by

means of granting special leave of absence within its

framework.
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The restructuring of the Information Technology
Component unfold ed without job losses or any form
of pre judice thanks to the PSA keeping a watchful eye
on processes and proceedings. Employees were trans-
ferred from the old to the new structure in terms of the
matching and placing criteria and the few issues that
emanated were resolved amicably.

Presidency
The employer was persuaded to convert its Special
Leave policy into a Special Leave collective agree-
ment. The persuasion was influenced by the fact that
leave is no longer a privilege but a right in terms of
Chapter Three of the BCEA of 1997 as amended.  It is
not only a right but an employment standard or condi-
tion of employment that needs to be negotiated to
conclude an agreement as opposed to be consulted
to develop a policy.  It was agreed that the Special
Leave Policy will be converted into a Special Leave
collective agreement through the Departmental 
Bargaining Chamber (DBC) processes.

Other matters
The PSA wrote a letter requesting the Secretary of the
GPSSBC to establish a Chamber for Performance
Management and Evaluation, a newly-developed 
Department coming from the Presidency. At the time
of print the Chamber was in the process of being 
established.

During November 2010 members reported the viola-
tion of the Performance Management and Develop-
ment System (PMDS) Policy emanating from non
payment of performance bonuses for the 2009/2010

performance cycle to qualifying members. After 
considering all available options to address this 
malpractice, at the time of print, PSA had appointed 
a firm of Attorneys to assist with the matter.  

Parastatal institutions

Legal Aid South Africa
The PSA obtained information from the employer on
compliance and implementation of the OSD resolution
for Legal Professionals. The information was cascaded
to members through the PSA Informus in which mem-
bers were advised to file individual grievan ces if they
were dissatisfied with the implementation.

State Information Technology Agency (Sita)
The PSA was involved in a well-planned recruitment
drive that enabled it to meet a 30%-threshold of the total
workforce. This entitled the PSA to commence negotia-
tions on access, union subscription fees, organisational
rights contemplated by the LRA and other relevant
organisational rights such as the utilisation of the
employer’s resources.  

The PSA referred an organisational rights dispute to the
Commission for Conciliation, Mediation and Arbitration
(CCMA) and consequently Sita was compelled to re-
frain from unnecessary delays and resume negotiations
to finalise the organisational agreement. The agree-
ment was finalised and by the end of the report period it
was being polished to address identified shortcomings
before a mandate for signature is sought from
the PSA principals.
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Public Protector SA

The Bargaining Forum was established on 10 June

2010. However, prior to this, the PSA was faced with

many challenges, including the employer’s refusal to

bargain. After numerous delays in the process, the PSA

referred a dispute to the CCMA on 6 May 2010 in terms

of refusal to bargain by the employer. The matter was

set down by the CCMA for conciliation on 7 June 2010.

Parties, however, agreed to settle the matter and the

Organisational Rights Agreement was subsequently

signed on 10 June 2010.

Meetings took place as per an agreed year planner

and the Chamber had three Bargaining Forum meet-

ings during the report period. The PSA is still facing

some minor challenges though, which include obtain-

ing the services of an independent Chairperson to

ensure impartiality. Consultations took place between

the PSA and the employer to resolve this matter in a

manner that will be fair for all stakeholders.

Another issue the PSA had to deal with in the Forum

was the completion and submission of Security Clear-

ance forms by PSA members. Consultation took place

between the PSA and the employer after members

were dissatisfied with the manner in which this process

was being dealt with by the employer. Af ter consulta-

tion, the employer committed itself to providing an 

awareness campaign to sensitise members

regarding this issue.

This process should have commenced during

February/March 2011, but owing to the resignation

of the Security Risk Manager, the campaign was

temporary put on hold. 

The PSA also indicated that policies that were con-

cluded outside the Forum had to be reviewed. This

included, amongst others, policies on PMDS and Re-

cruitment and Selection, which the PSA regarded as

crucial policies affecting its members. These policies

will be tabled during the next Bargaining Forum meet-

ing scheduled for June 2011.

South African Social Security Agency (SASSA)

The SASSA National Bargaining Forum is a new

Bargaining Forum which was established on 

29 October 2010.

The most contentious issue that was discussed in the

Forum was the Improved Grants Application Process

(IGAP). This process was initiated by the employer to

improve the turn-around time in terms of the grants ap-

plication process. However, problems arose when em-

ployees on salary level five, who were previously doing

the work, had to make way for newly-appointed em-

ployees on salary level seven with a view to have them

deal with the new grants application process.
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In the last Bargaining Forum meeting during the

report period the employer was requested by the PSA

to return to its principals and obtain a mandate on how

best to deal with this matter going forward. 

National Health Laboratory Service (NHLS)

Wage negotiations in 2010 led to an annual increase of

8% on total package cost to company for pay bands A

to C and 7% on total cost to company for pay bands D

and above. In addition, a 5%-cost to compa ny increase

was agreed on for the core occupational categories of

Medical Technician, Medical Technologist, Biomedical

Technologist, Laboratory Manager, Scientist and Patho -

logist. This is referred to as a “Core Skills Allowance”

and will fall away if an employee migrates to a non-

core position. The maximum employer me dical-aid

contribution was increased to R1 900 per month for

employees in pay bands A to C. The shift allowance

remained at 40% (of hourly rate) but the Rand value

was increased to R25 (per hour), which ever is the

greater. Implementation took effect on 1 July 2010.

Parties also agreed to an 8% non-pensionable allow -

ance with effect from 1 October 2010 to be awarded to

those ca tegories of core occupations that are working

in areas deemed as rural or an area where the em-

ployer is unable to attract a particular category of staff.

The al lowance will be forfeited if an employee migrates

to a laboratory or position where the criteria no longer

apply.

The classification of the term “rural” and the “areas

where the employer is unable to attract a particular

category of staff” were determined by the NHLS and

implemented after consultation with labour.

Human Sciences Research Council (HSRC)

Negotiations on the improvement of service conditions

were surprisingly difficult during 2010. Owing to the

international economic recession, the income of the

HSRC was seriously affected as a large part thereof

is derived from international donor institutions. After

declaring a dispute on the matter, the PSA succeeded

in securing an annual increase of 6% based on total

cost to company. 

South African Weather Service (SAWS)

Collective bargaining at the SAWS is regulated in terms

of the constitution of the SAWS Bargaining Fo rum.

Negotiations on the improvement of service conditions

resulted in an agreement to increase the re muneration

of SAWS employees by 8,5% with effect from 1 April

2010 based on total cost to company. It was al so

agreed that a service provider will be appointed to do a

job evaluation and develop a career-pathing model for

the SAWS.    

National Library of South Africa (NLSA)

Negotiations at the NLSA are regulated by the

Constitution of the Joint Bargaining Forum.
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Salary negotiations during the report period resulted in

an agreement whereby employees received an incre-

ment of 7,5% with effect from 1 April 2010. It was also

agreed that employees’ housing subsidy be converted

into a housing allowance in line with that of Govern-

ment. This resulted in employees receiving an extra

R450 per month.  

South African Revenue Service (SARS)

Collective bargaining in the SARS is conducted in

the National Bargaining Forum. A formal consultation

fo rum, the National Consultation Forum, also met

re gularly during the report period to keep labour

informed of developments in the organisation which

may impact on employees.

Negotiations during the report period resulted in an

annual increase of 8% with effect from 1 July 2010

based on total cost to company for SARS employees.

It was also agreed that the implementation date for

salary increments be moved to 1 April from 2011,

instead of 1 July annually.  

PSA Group Branch Public Service
Pensioners

The PSA offers a unique home for retired public

servants and accommodates these members and

attends to their interests by means of the

Group Branch Public Service Pensioners.

True to its motto, Favete Emeritus, the Group Branch

vigorously guarded the interests of pensioners during

the report period. There are, however, matters which

require attention and will guide the future of the Group

Branch.

The new Board of Trustees of the GEPF is functioning

relatively well. The split of the GEPF into a Fund and an

Administration was finalised. Problems which arise are

being handled jointly by the two bodies. The GEPF

committees are, in general, functioning effectively and

are paying attention to matters of interest to members

and pensioners. The following matters received

attention during the report period: 

Payment of pension at the end of the month

(finalised)

Increase of spouse’s pension (not finalised)

Abolishment of life certificates (not finalised)

General services to pensioners by the Group Branch

continued during the report period and were marked

by an increase in volume, placing a heavy burden on

the management, who renders a voluntary service.

The Group Branch was, by the end of the report period,

giving attention to matters such as the increase of

me dical-aid subsidy and the spouse’s pension, life

certificates and the rendering of a service in respect

of wills. The various Group Committees rendered

services at local level.

••

••
••
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Recruitment remained a challenge that promises to

become even more intense. The Group Branch will,

however, despite circumstances, continue to honour

service delivery to its members. 

Provincial service-delivery highlights

In the Eastern Cape, the Provincial Office in Port

Elizabeth continued to work down outstanding cases.

A new liaison model resulted in more shop stewards

being available to assist members. The Office attended

meetings of the GPSSBC where matters of mutual

interest were discussed. On Worker’s Day, the Office

distributed food hampers to SAPS offices. The Provin-

cial Office in Mtha tha prides itself in the professional

service rendered to members by dedicated staff, legal

representatives, shop ste wards and full-time shop

ste wards. Both Offices represented the PSA in collective

bargaining meetings in the Chambers for the

PHSDSBC, PSCBC and GPSSBC.  

The Provincial Office in the Free State experienced a

91%-success rate during the report period in respect of

disciplinary hearings where a core group of capable

shop stewards rendered valuable services. There is,

however, concern regarding the large number of repeat

transgressions by members. A low settlement rate of

20% in conciliation boards is of concern, whilst the

69%-success rate in arbitrations represented a mone-

tary value of R1,5-million to members.

The Office also handled a substantial number of arbitra-

tions and were involved in Labour Court cases. In a

major victory for PSA members at the Provincial Depart-

ments of Health, Police, Roads and Transport and Edu-

cation, the Labour Court instructed these Departments

to redo the PDMS results from 2007 to 2009. The esti-

mated related costs for only the Department of Health

was more than R65-million.

In collective matters in the Free State, the PSA was

responsible for 95% of all agenda items sponsored in

the various bargaining chambers/forums and has a

100% attendance rate. Some of the collective matters,

as raised by the PSA in the various Chambers, include

non-compliance with the Act on the Regulation of the
Private Security Industry, requests for job evaluation

in cases where rank/leg promotions were abolished,

non-compliance with PSCBC Resolution 3/1999, the ef-

fect of non-filling of vacant, funded posts, benchmark

job descriptions for several occupational groups,

overtime, restructuring, the non-payment of danger

allow ances for Youth Workers, conscientious objections

and termination of pregnancy, the critical shortage of

staff and equipment at Health institutions, safety at

Health workplaces and issues at the new Govern ment

Mortuary in Bloemfontein. 

In Gauteng, the PSA assumed leadership positions in

the Provincial Bargaining Chamber and the Health

and Welfare SETA.
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Shop stewards attached to the Provincial Office in

Johannesburg achieved, with Farieda Martin being

elected as Deputy Chairperson of the 

GPSSBC and Ro de rick Law rence

serving as board mem ber of the 

Health and Welfare SETA.

He was succeeded by the 

PSA’s Emma Zondo.

The Johannesburg Office held

its first intersecto ral annual general meet-

ing where members of different Provincial

Branches met and dis cuss ed issues of transverse na-

ture. Various Gauteng Provincial Departments under-

went  reconfiguration and the Office in Johannesburg

was actively involved in the processes.

The Office lists as an outstanding success for the report

period the coordination pro cess in the Gauteng Depart-

ment of Community Safety. After a national process in

the Road Traffic Management Corporation, the DPSA

conducted a job evaluation on Pro vincial Inspectors,

which resulted in their regrading. The DPSA issued a

circular letter providing the em ploy er with the imple-

mentation process and instructions. The Gauteng

Department of Community Safety, how ever, failed to

carry out the DPSA instruction. The PSA had various

consultations with the Department, but with no success

- a strike was even looming.

Eventually the MEC agreed to implement the process

and members were upgraded.

The Provincial Office in Pretoria is responsible for col-

lective bargaining in a number of parastatals and an

increase in the degree of collective bargaining was

experienced during the report period. Salary agree-

ments were negotiated and concluded.

The Office also experienced a high workload in terms

of assistance to members with individual rights matters.

A total of 1 992 enquiries and cases were dealt with

during the report period. A total of 120 conciliations, 

100 arbitrations, 139 disciplinary hearings, 639 griev-

ances and seven Labour Court cases were also han-

dled. In the process, some R1,8-million was recovered

on behalf of members and countless other members

experienced an improvement in their working environ-

ments through the resolution of their cases.

In KwaZulu-Natal (KZN), the Provincial Office in Durban

undertook several interventions to improve service

deli very, including meetings with structures and shop

ste    wards. These efforts are aimed at ensuring that

members’ queries and problems are attended to

time ously and professionally. A strategy was also put in

place entailing admi nistrative support and mentoring

which enabled shop stewards to function more effec-

tively and thus enhancing the capacity of the Office.
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A core group of shop stewards started assisting the

Office with grie vances and enquiries. Efforts are under-

way to ensure that every Department is equipped with

an active shop steward.

On the collective bargaining terrain, the PSA was the

front-runner in the Province over the past year. The PSA

is the only union that attended all Chamber meetings

and regularly placed items on the agendas of all

Chambers. Emanating from these meetings, the PSA

was involved in several bilateral meetings which

resolved a number of issues. The Office in Durban

made great strides in ensuring that Chairpersons and

full-time shop stewards attend all Chamber meetings,

there by ensuring that they are fully informed.

The Office in Pietermaritzburg, despite experiencing a

staff shortage, performed well during the report period

and successfully represented members with disputes

and in disciplinary hearings. A significant number of

grievances and queries of members were resolved by

engaging employers. The Office, in conjunction with the

Durban Office, forwarded agenda items with the assis-

tance of shop stewards and members for discussion

at the three provincial bargaining fora, i.e. PSCBC,

GPSSBC and PHSDSBC. The PSA maintained its

outright majority in the Pro vince’s GPSSBC over the

past few years. The PSA submitted the majority of

agenda items from the side of labour.

Not only was the PSA at the forefront of discussions,

but also led the way in the task teams and la bour

caucuses. The Provincial Manager in Pietermaritz burg,

An dré van Schalkwyk, is Chairperson of the KZN

PSCBC, whilst the Provincial Manager in Durban,

Claude Nai ker, was elected as Vice-Chairperson for

labour of the KZN GPSSBC.

In Limpopo, the three Chambers of the Public Service

Sectoral Bargaining Councils are functional. In the

PSCBC Chamber, the PSA placed the non-implementa-

tion of Resolution 1/2007 on the agenda. It determines

that contract workers shall receive a basic sa  lary plus

benefits or a basic salary plus 37% in lieu of benefits.

The Limpopo Government did not implement this,

but the PSA’s persistence paid off and the employer

acknowledged its mistake. Affected members will be

refunded.

In the GPSSBC Cham ber, the extension of the OSD

for Social Service Professions to Social Works in the

Department of Roads and Transport was one of the

most important issues tabled by the PSA and should

be finalised soon. The Public Health and Social Deve -

lopment Chamber was very busy and the PSA was

particularly involved with the Public Private Partnership

at Phalaborwa Hospital, security at Health institutions

and the transfer of Environmental Health Officers to

municipalities.
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The Office experienced a sharp increase in individual

matters during the report period. A total of 103 mem-

bers were represented in disciplinary hearings by

PSA officials and trained shop stewards. A further 96

members were represented at conciliations and/or

arbitration hearings, of which 37 were underta ken by

lawyers. A further 1 878 personal interviews were

conducted with members where they were advised

and assisted with work-related matters. 

In Mpumalanga, the training of full-time shop stewards,

other shop stewards and staff yielded good results as

far as service delivery is concerned. Members benefited

from the PSA’s efforts to a monetary value of R1,3-mil-

lion, especially those members who had their sal aries

reduced when they were transferred to Safety, Security

and Liaison. Handling of disciplinary cases, concilia-

tions and arbitrations in the Province improved and

cases were also filed by attorneys at the Labour Court.

The PSA was involved in all Councils and Cham  bers in

the Province during the report period and continued to

dominate in generating agenda points.

The PHSDSBC is one Chamber where little progress

was often yielded. Many issues are being grappled

with, including OSD and upgrading/downgrading of

personnel without following procedures.

In the Northern Cape, the expansion and enhancement

of the local databases for shop stewards and institu-

tions added value to the service delivery by the Pro -

vincial Office in Kimberley. Support by full-time shop

stewards in Kimberley, De Aar and Kuruman took

service delivery to new heights. The adherence to self-

imposed timeframes along with acknowledgement of

receipt of complaints received, improved substantially

and correspondence - communication quadrupled.

The overall team effort ensured sustainable growth

amidst the challenges that the largest Province in the

country has to offer. Vast distances, extreme weather

conditions and a hostile political scenario all played

a part, but did not curtail activities. All structures were

kept informed of initiatives with in volve ment and

accountability according to the PSA Congress resolu-

tion being encouraged.

In North West, the Provincial Office in Mmabatho

encountered a high volume of cases and grievances,

but through dedication and hard work staff and shop

ste wards achieved outstanding results. The PSA main-

tained its majority status in the GPSSBC in the Pro-

 vince. 

More than R1,5-million in monetary value for members

emanating from awards and settlements was obtained. 
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A huge settlement was achieved when the PSA ad-

dressed the issue of employees who were absorbed

by the Department of Human Settlements from the

former North West Housing Corporation. When the

employees  were  transferred  to Human Settlements,

the Department reduced their salaries. On this alone,

the Department paid a settlement of R1,5-million to

address the discrepancy. 

The Provincial Office in Cape Town in the Western

Cape, during the report period, dealt with more than 

30 000 enquiries from members, more than 140 conci -

liation boards and 120 arbitrations. In addition, more

than 288 disciplinary hearings were handled and 32

collective bargaining structure meetings were attend ed

(excluding workplace-specific engagements with

employers). A total of six Labour Court matters were

also attended to.

No union can always be successful in all its endeavours

on behalf of members, but the PSA’s record in the West-

ern Cape is confirmed by its growth - public servants

noted the achievements and chose the PSA as their

Union. PSA members in the Province have access to

more than  400 shop stewards and enjoy the benefit of

the dedicated services of eight full-time shop stewards,

of whom five are situated in centres outside the Cape

Town Metropolitan area, giving members easier access

to PSA services in the outer regions of the Province.

Communication

Communication with members remains an integral

part of the PSA’s commitment to exceed members’

expectations with regard to information dissemination. 

The PSA’s sustained regular communication with its

growing membership, thereby encouraging loyalty

amongst members and, in continuing the trend from

previous years, communication levels with members,

in many instances, increased owing to demand.

The launch in September 2010 of Phambili, the PSA’s

celebratory publication in commemoration of the

Union’s 90th birthday, represented a milestone and

covered the PSA history from humble beginnings to its

current position as a major labour force in South Af rica.

The book was enthusiastically endorsed by seasoned

labour journalist, Terry Bell.

An exhibition, bring ing the Union’s history to life, was

hosted at the PSA Annual General Meeting in the West-

ern Cape to the delight of delegates. Accompanied by

the sound of African drums played by a community

band, the interactive display against the background of

larger-than-life murals, included a food garden and a

popular message wall.
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The exhibition painting a comprehensive picture of the

events and activities that over the past 90 years have

made the PSA a Union unmatched – a Union for which

even better things are to come as it moves forward.

Following the rebranding and renaming of PSA’s

bi-monthly flagship publication to PSA magazine, the

publication was met with a positive response from

members. Six editions were published during the report

period, including two special editions presenting a

summary of Phambili and the newly-approved PSA
Statute. These special editions were welcomed as

another way of bringing members closer to the brand.

The regular recruitment competitions undertaken in the

PSA magazine were very popular, with 725 new PSA

members being gained for the Union during the report

period through these member-on-member recruitment

competitions. The competitions, apart from contributing

to brand promotion by means of branded prizes, also

contributed to instilling a culture of recruitment

amongst members with some individuals recruiting

more than 20 new members each per competition.

A constant stream of requests for the PSA magazine
from members whose details were not updated on the

membership system, was also received via the email

address updatemyinfo@psa.co.za.

The Public Service strike of 2010, led by the PSA,

resulted in unprecedented media coverage for the

Union. A total of 40 media statements were released

during the report period resulting in phenomenal print, 

radio and television coverage. Effective media liaison

and the PSA magazine, through its electronic distribu-

tion to media contacts, also saw PSA success stories,

such as its social responsibility initiatives, featuring in

the national press. 

The PSA’s website, www.psa.co.za, is a popular source

of information with 117 724 visitors being recorded

during the report period. In order to enhance this faci lity,

the website underwent major redevelopment du ring

the report period. The project took longer than antici-

pated owing to the extent of the task and various tech-

nical issues. The website will also make provision for

a section where members can provide man dates or

participate in surveys aimed at bringing members in

closer contact with the Union.   

Further supporting this aim is the PSA’s relatively new

mobile site, ePSA, which has for the past year grown

from strength to strength. South African demographics

dictate that this form of communication is the most

efficient as most members, rural and urban, have

access to cellphones. Continued marketing activities

of the facility enticed use by members.
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The fact that the majority of PSA members have regis-

tered their cellphone numbers with the PSA enables

the Union to also effectively communicate with mem-

bers by means of SMS. In total, 73 such messages on

various topics were sent to various groups of members

during the report period. The importance of this form

of communication was also felt during the 2010-Public

Service strike when information on mass meetings,

lunch-time pickets and marches were communicated

to members by means of SMS. 

The Informus, an electronic newsletter of which editions

are published for members at all National and Provin-

cial Departments and parastatal institutions to update

them on developments in their specific workplace,

enjoyed a steady growth in subscription during the

report period, with more than 420 editions being

published. 

The PSA also published two editions of the PSA Link,

its newsletter specifically for shop stewards. Electronic

and hard copies were distributed.

The PSA DVD was updated and distributed during the

report period, with copies being provided upon request.

The electronic helpdesk, ask@psa.co.za, offers mem-

bers a swift, service-enhancing channel for directing

enquiries and enjoyed steady support. 

The PSA is strongly-focussed on brand promotion

initiatives in support of enhanced visibility for the Union.

A series of advertisements, linked to specific events,

were published in The Daily Sun, a daily national news-

paper reaching some two million readers every day. 

Brand promotion initiatives included the hosting of a

successful stand at the Public Service Summit in

Durban in March 2010. A variety of PSA corporate gifts

were distributed to visitors in support of the message

that whilst public servants are working towards

improved service delivery, the PSA will offer support

and services to ensure that their rights and interests

are protected and promoted. The PSA also presented

a paper at the event, calling for intensifying the fight

against corruption and improving service delivery.  

In a new initiative, the PSA took to the country’s streets

on 23 June 2010 in celebration of Public Service Day to

thank public servants for their valuable work. During a

national “street blitz”, PSA teams distributed flyers and

branded licence disc holders at intersections and at

Public Service Departments, catching many public

servants by surprise and generating positive feedback.

The PSA’s communication initiatives are undertaken

with members in mind – keeping them empowered

with information whilst investing in growing the Union’s

brand.
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Fringe benefits

In addition to its service to members in line with its core

labour-related business, the PSA also offers a range

of national and provincial fringe benefits to members

in the form of exclusive products or discounted rates

to place them in a better bargaining position than the

ge neral public. The PSA has a close relationship with

its business partners at provincial level where they are

also actively involved in many PSA activities, including

joint social responsibility initiatives.

During the report period, new national fringe benefits

were negotiated. A corporate agreement was conclu -

ded in August 2011 with Liberty Group Limited, an

authorised financial services provider and long-term

insurer, registered in terms of the Long-Term Insurance
Act, 1998.

Liberty, through Zisekele acting as financial interme-

diary, provides group-life and funeral cover.

A contract was signed with Hollard Life Assurance in

September 2010 for unique funeral cover inclu ding

cellphone airtime and additional benefits such as

vehicle rental and body relocation at a nominal cost. 
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Tsala Financial Services added a Global Edu cation

Protector product in March 2011 that helps to provide

for the education of members’ children if policyholders

became severely ill, disabled or died. The product is

underwritten by Discovery Health.

The PSA Short-term Insurance Scheme has 6 641

mem   bers and is insured by Zurich and administrated

by Mustofin Insurance Brokers. The PSA also has a

short-term insurance contract with Ind we, the largest

independent short-term insurance broker.

Funeral schemes and services are available through

Avbob, Assupol, Channel Life, Dignity, Hollard, Old

Mutual, Metropolitan, Zisekele and Sanlam. Assurance

and other pro ducts are available from Old Mutual,

Chartis, Metropolitan, Tsala, Assupol, Sanlam and

Zisekele. Doves and Avbob render a funeral service to

PSA members, their spouse or next-of-kin, at dis-

counted rates. 

Legal services are available by agreement with Com-

munity Legal Clinic to PSA members 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.

Members can obtain education finance to further their

studies and those of their dependants for university,

school fees, laptops and books with Edu-loan.

As far as health care is concerned, Chartis provides

unique hospital cash plans and accident benefits.

The PSA has an agreement with Maxi Health, to assist

members to choose the most suitable medical aid

option.

An exclusive agreement with Barloworld Motors

provides free on-the-road charges (license, registration

cost, delivery cost, pre-delivery inspection cost and

number plates) to members.

The PSA Mahala Loyalty Program is a reward system

where members can earn discounts or points (maha-
las) on day-to-day purchases from Mahala partners.

Mahala includes the loyalty program to all PSA mem-

bers applying for Dignity and Hollard funeral policies.

Loyalty programs are also available from the AA,

Dignity and Indwe.

Centre Chain provides comprehensive tax-administra-

tion services to all PSA members on a national basis as

well as annuity policies underwritten by Alan Gray and

Sanlam.

39

REPORT:Layout 1  2011/08/24  1:59 PM  Page 39



In total, more than 172 000 policyholders were making

use of the various schemes by the end of the report

period.

At the South African National Parks, discounts of be-

tween 10% and 15% on accommodation are available.

The PSA Holiday Resort, near East London in the East-

ern Cape, offers equipped chalets and camping facili-

ties at discounted rates.

The PSA Mahala Loyalty Program also offers discounts

at holiday venues country-wide. 

Other exclusive benefits administered by the PSA

include the PSA funeral benefit where, in the event of

a member’s death, the dependants or next-of-kin can

approach the PSA within six months of the death for

financial assistance with funeral costs. This R2 200-

grant is awarded on an ex-gratia basis, subject to

available funds. From 1 May 2005, PSA members at the

SA Police Service (Public Service Act as well as Police
Act) qualify for a R7 000-funeral benefit. By the end

of the report period, a total of 1 042 claims, of which

31 were for SAPS members, had been paid out. 

The PSA 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-mil-

lion, per member, per year, with no limitation and at no

additional cost to the member. The scheme is admini-

  strated by Mustofin Insurance Brokers.

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 and attending official PSA meetings, compre-

hensive insurance cover on death or permanent

disability.
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MembershipMembership
growthgrowth

Recruitment of members

The growth of the PSA’s membership always represents

a key performance area for the Union. During the report

period, PSA Liaison Officers, shop stewards and mem-

bers recruited 23 585 new members, bringing the overall

membership of the PSA to 217 575 on 31 March 2011.

The following is a breakdown of how this figure was

achieved:

First Quarter 4 428

Second Quarter 5 716

Third Quarter 6 680

Fourth Quarter 6 761

Total 23 585

The report period will be remembered for the celebra-

tions and festivities around the PSA’s 90th birthday and

industrial action in which the PSA took the lead and left

other unions stuck in the starting blocks. These events

contributed to the PSA’s visibility, brand promotion and 

success in recruitment.

During the report period, 173 191 officials (members

and non-members) were addressed by PSA Liaison

Officers. Of these, 31 952 were non-members and of

whom 23 585 were subsequently recruited as PSA

members.

Apart from general liaison work, 53 liaison tours were

undertaken in rural areas of the country, ensuring that

PSA members in distant areas were also serviced and

that the PSA’s message was spread far and wide. The

visiting points, which entailed liaison visits at various

Departments, institutions and schools, often called for

consulting employees on a one-on-one basis, which is

a time-consuming, intensive exercise.

The following statistics are indicative of the extent of

the PSA’s liaison activities during the report period:

Points visited 16 623

Members addressed 141  253

Non-members addressed 31 952

Branch meetings attended 652

Kilometers travelled 507  140

Provincial growth perspective

All PSA Provincial Offices experienced positive growth

during the report period as indicated:
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Provincial Total Percentage
Office membership growth
Bloemfontein 17 004 0,12%

Cape Town 23 049 1,41%

Durban 23 413 3,09%

Johannesburg 14 995 7,98%

Kimberley 7 664 0,43%

Mmabatho 13 557 1,40%

Mthatha 11 570 2,37%

Nelspruit 11 064 0,07%

Pietermaritzburg 18 238 3,79%

Polokwane 18 241 2,83%

Port Elizabeth 15 919 1,80%

Pretoria 42 117 2,97%

The growth in the Eastern Cape is ascribed to the

continued use of a new liaison model involving visits

to shop stewards and regular mass membership meet-

ings. Shop stewards accepted more responsibilities

and structures assisted with recruitment. In the Mthatha

area shop stewards and full-time shop stewards were

engaged to assist with recruitment, especially in the

Health and Social Development Sector, DCS, ELRC

and the SAPS. Dedicated shop stewards de monstrated

passion and assisted with growth in especially the

Health Sector and the SSSBC.

In the Free State, recruitment through service delivery

and maximum utilisation of shop stewards and busi-

ness partners paid off and contributed to growth. 

Service to members was greatly complimented and

extended by the dedicated work of se ven full-time shop

stewards serving areas out of reach for the Provincial

Office. A large percentage of members that resigned

from the PSA was convinced to rejoin.

In KwaZulu-Natal, the Durban Office grew steadily.

Liaison Officers and full-time shop stewards achieved

excellent recruitment results. Great effort was also

being made to curb the rate of cancellations, with staff

conducting personal interviews with members to ascer-

tain the reasons for cancellations. Membership in the

Pietermaritzburg area increased by 624 members

during the report period, showing the second-highest

total growth. This success is mainly ascribed to the

dedication of staff, who held very successful mass

meetings during the strike action. Two full-time shop

stewards assisted with the representation of members

in grievances and disciplinary hearings. In terms of

Provincial Administration membership, there was a

nominal increase in the GPSSBC and a substantial

increase in the PHSDSBC.

In Limpopo, the availability of two full-time shop

ste wards added value to the service to members,

especially in the Vhembe District.

The Provincial Office in Mpumalanga undertook

initiatives to improve recruitment, including mini-

tours to outlying areas.
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Special days, such as Public Service Day, assisted

in enhancing visibility. The Office also participated in

open days at various institutions.

In the Northern Cape, positive growth was experien -

ced, with special attention being paid to the retention

of existing members. Maximum use was made of

shop ste wards, business partners and other

resources.

In North West, the involvement of shop stewards

and structures in recruitment started to yield good

results. Liaison Officers undertook tours to rural areas

to ensure service delivery, which also rendered

positive recruitment results. The PSA’s 90th birthday

celebrations contributed to visibility and recruitment.

The Western Cape Office experienced a good year

with a growth in membership during a time when

most competitors saw a decline. The Office saw many

public servants cancelling dual union membership

owing to affordability, yet most PSA members chose

to stay with the PSA owing to their appreciation for the

Union’s total value offering.
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EmpowermentEmpowerment
of memberof member
structuresstructures

The PSA is proud of the fact that its is the only Union

that has members in all sectors of the Public Service 

and even in parastatal institutions. One of the greatest

tasks facing the PSA is the involvement of its structures

in union activities.

Member structures are, however, only as good, efficient,

ef fective and active as the individual, committed shop

steward and structure management member. The PSA

therefore makes every effort to empower its member

structures.

In the Eastern Cape, the three Provincial Sectoral

Branch es and seven Provincial Committees were active

and functioned well during the report period.

In the Free State, six very successful 90th birthday

functions were held in Qwa-Qwa, Sasolburg, Kroonstad,

Bethlehem, Welkom and Bloemfontein - all organised

by Branches and Committees. These events were

well-attended - more than 5 000 members participated

in the Bloemfontein rally. 

During the 2010-strike action, structures and shop

stewards actively participated in all major Free State

towns where the PSA was the leading union.

The KwaZulu-Natal Office in Pietermaritzburg reported

that the majority of Branches and Committees func-

tioned well and had meetings where important issues

were discussed and resolved. All scheduled meetings

did, however, not take place as a result of the Public

Service strike and other actions. The Chairpersons of

Committees played a key role in representing their

respective Committees' interests at national level.

The Chairperson of the PSA’s KZN GPSSBC Branch,

which also resorts under the Pietermaritzburg Office,

represented the Branch at both the KZN GPSSBC

meetings and the Annual General Meeting/Congress. 

In Limpopo, the bimonthly meetings with shop

ste wards were continued in an effort to stimulate

interaction between the Provincial Office, structures

and members.

The Provincial Office in the Northern Cape reaped the

benefits of the appointment of full-time shop stewards

in Health and the DCS, which also enhanced the gen-

eral participation of member structures. In addition, reg-

ular meetings throughout the year with Branches and

Commit - tees raised awareness and added value to the

inputs to Chamber agendas. 
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The Western Cape PSA community welcomed Cape

Nature and the Western Province Blood Transfusion

Services as fully-fledged PSA Branches, bringing the

total number of Branches in the Western Cape to five.

All Branches and the seven National Departmental

Committees functioned well with only Cape Nature and

the SAPS experiencing problems attributed to internal

organisational challenges. 

Training highlights

Branch managements and shop stewards form a key

link between the PSA’s Board of Directors, Administra-

tion and the broad membership. In view of this, the

empo werment of member structures by means of

training interventions is an ongoing project.

In an effort to ensure that PSA Liaison Officers have

superior knowledge of the full product offering and

customer care, a training workshop for these staff

members took place during the report period. The

training was conducted by the PSA’s National

Managers: Members’ Affairs.

During the report period, the PSA had 263 training

workshops for shop stewards.
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In the Eastern Cape’s Mthatha area, 151 shop stewards

in all Sectors were trained in grievance handling, repre-

sentation in disciplinary hearings and the roles, rights

and responsibilities of PSA representatives.

The Gauteng Office in Johannes burg also organised

various training sessions on the role and functions of

new shop stewards and a more advanced training

module on disciplinary hearings and arbitration

proceedings. The Pretoria Office forged a greater

working relationship with member structures in

working together to resolve members’ cases. Training

commenced for all shop stewards in the Gauteng North

Area (Pretoria and East Rand) from 1 March 2011 and

should be finalised by the end of September 2011.

In the Free State, six training sessions for member

structures and shop stewards were conducted through-

out the Pro vince. A total of 56 shop stewards attended

the one-day CCMA training courses in various towns

in the Province.

In KwaZulu-Natal, the strike action and other events

prevented the Pietermaritzburg Office from conducting

all the planned training interventions. A first for the

Office was the training session for the KZN SAPS

Committee to empower them in respect of their

employer’s disciplinary procedures and represent

fellow-SAPS members at the workplace.  

In Limpopo, seven district training sessions were

conducted during the report period. The training was of

a general nature and included the rights and functions

of representatives, PSA structures, communication,

unfair labour practices and the grievance procedure.

A further two training sessions was conducted where

nominated shop stewards were trained to assist with

disciplinary hearings.

The Office in Mpumalanga used the service of a

la bour law attorney to provide training. This created

confiden ce amongst shop stewards owing to an

improved understanding of Council processes.  

In North West, the majority of shop stewards received

training as part of an ongoing process to equip them to

assist the PSA in representing members in disciplinary

hearings and grievances.

Two core groups of selected shop stewards in the

Western Cape, who first had to commit themselves to

servicing PSA members, received specialised training

in dealing with disciplinary cases and a further group,

including full-time shop stewards, received training in

arbitration skills and the principles of the unfair labour

practice provisions contained in the LRA. 

47

REPORT:Layout 1  2011/08/24  2:00 PM  Page 47



REPORT:Layout 1  2011/08/24  2:00 PM  Page 48



SocialSocial
responsibilityresponsibility

National projects

The PSA’s Social Responsibility Section at Head Office

is responsible for initiating and coordinating national

projects in line with the approved guidelines in this

regard. These guidelines require that the PSA’s projects

have a sustainable, “hands-up” approach rather than

being mere hand-outs. 

Projects are undertaken in close cooperation with

various stakeholders, including shop stewards, to 

ensure that actual needs are addressed, thereby empo -

wering communities. Where possible, the transfer of

skills is also emphasised and incorporated with a

strong focus on the needs of children as the workers

of the future. 

In contributing towards ensuring a supportive learning

environment, the PSA donated 50 two-seater school

desks to needy rural schools which have to undertake

teaching with limited means to their disposal. Vlakpan

Primary School, a farm school outside Lichtenburg in

North West, benefited from this initiative as did Sekgo-

po Primary School in Gasekgopo Village, 100 km out-

side Polokwane in Limpopo.

At Sekgopo Primary School virtually the entire village

attended the handover. Words were few, but the grati-

tude of learners, parents and teachers was clear.

The weather-resistant desks are manufactured from

durable, recycled plastic and have a life expectancy of

at least 60 years, making them also suitable for outdoor

use and thus addressing the needs of schools without

sufficient classrooms.   

In further support of teachers and learners, the PSA

donated permanent structures to serve as classrooms.

The first classroom went to Vlakpan Primary School,

which was built in 1916 and is the only school serving

the entire community. A classroom was also donated

to Qumra Junior Secondary School outside Mthatha

in the Eastern Cape. A similar structure was donated to

Siwa Development Centre Old Age Home in Umzim -

khulu, KwaZulu-Natal to house a skills development

centre.

In a joint venture with Newborns Groote Schuur Trust,

a national charity that aims to address newborn health

as a catalyst for improving newborn care by reaching

the most vulnerable pre-term infants, the PSA donated

R140 000 towards purchasing incubators to be

allocated to hospitals in dire need of this life-saving

equipment.
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The PSA nominated two hospitals, one in the Free State

and the other in the Northern Cape to directly benefit

from this donation which is also aimed at easing the

task of Health Sector employees.

Various other smaller initiatives were undertaken in

response to motivated requests.

The successful food gardens that were established by

the PSA at schools across the country during previous

report periods, gave rise to various requests for assis-

tance in the form of additional gardening tools and

shade-netting. Gardening tools were provided to

Banareng Primary School in Atteridgeville, West of

Pretoria in Gauteng, based on their track record of

effectively maintaining their garden in support of

feeding programs and community support.

School stationery, valued at R3 000, was donated to

needy children in December 2010 in a joint Christmas

venture organised by the Pretoria-based Rekord news-

paper.

During the winter months blankets were donated to

two centres and the PSA also donated R10 000 in the

“Winter Warmer Corporate Challenge” in June 2010,

organised by Jacaranda Radio Station in raising more

than R1,3-million to purchase blankets for needy

persons.

In an ongoing initiative to support job creation, eight

vending trolleys were donated to registered hawkers

to assist them in enhancing their small businesses as

highlighted in the section on provincial initiatives.

The PSA donated ten bicycles to Bloemhof Primary

School in the Eastern Cape to assist learners without

transport in getting to school. A bicycle was also pro-

vided to an active shop steward in the Western Cape in

support of conducting his valuable work for the Union. 

Various photocopiers, released from PSA service, were

donated to schools and other beneficiaries to aid them

in performing their tasks. The PSA also supported up-

coming artists with a donation of T-shirts to a music

group and a children’s choir in Gauteng.

PSA Branches annually get the opportunity to nominate

needy charitable and welfare organisations for dona-

tions. During the report period, R31 200 was awarded to

the following institutions:

St. Joseph’s Home for the Aged in Nelspruit - nomi-

nated by the Group Branch Public Service Pensioners

Emmaus Werksentrum in Cape Town - nominated by

the Group Branch Public Service Pensioners

Life Care Centre in Polokwane - nominated by the

GPSSBC, ELRC and PHSDBC Branches

Klub Helpmekaar in Polokwane - nominated by the

Group Branch Public Service Pensioners

••

••

••

••
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Gardenia Jeugsorg Sentrum in Bloemfontein -

nominated by the GPSSBC Branch

Beyers Bytjies Day Care Centre in Pretoria -

nominated by National Health Branch

Lekkerrus Verpleegsentrum in Johannesburg - nomi-

nated the Group Branch Public Service Pensioners

Thando Care Centre in Johannesburg - nominated

by the PHSDSBC Branch

The PSA has since 1994 been awarding the Stiglingh

Memorial Bursary, as legacy of late member, Mr J H

Stiglingh, to qualifying students studying towards a

qualification in Natural Science or Medicine. Students

apply through the various universities and recipients

are selected based on set criteria. Seven recipients

benefit ed from this Bursary during the report period to

a total amount of R21 000.

Provincial initiatives

In the Eastern Cape, the Office in Port Elizabeth partici-

pated in a blanket-collection project for an old-age

home and distributed Easter eggs to children in places

of safety. The Office in Mthatha distributed lapdesks to

needy schools in Cala and Cofimva ba. Vending trolleys

were donated to fruit sellers and gardening tools were

donated to needy schools in support of their food gar-

den projects. A photocopier was donated to La hlan gu -

bo Junior Secondary School in Cofimvaba.

In the Free State, the PSA made donations to five

schools in the form of three printers, a photocopier,

two computer tables and 220 lapdesks. A needy

community near Bloemfontein received 450 meat

parcels and clothing was provided to a needy family

in Botshabelo. A farm school outside Bloemfontein

received a classroom with electricity points and Easter

eggs were deli vered to deserving primary schools and

children in hospital wards.

In Gauteng, the Pretoria Office donated gardening

tools to Dukathole Primary School in the Katlehong

area to assist them in maintaining their food gar den

which provides the School’s learners with meals. Soc-

cer balls were donated to Rhulani Combined School in

Tshwane and Thembinkosi School for the Disabled in

support of their sports programmes.

The KwaZulu-Natal Office in Pietermaritzburg provided

assistance to the Manyenya Community, between

Umzim khulu and Kokstad, to complete the building

of their com  munity hall. During the official opening

ceremony in December 2010, members of the commu-

nity were for the first time able to get together in one

venue. During the proceedings the PSA was presented

with a Certificate of Excellence in recognition of out-

standing service towards the upliftment of disadvan-

taged communities.

••

••

••

••
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Social responsibility projects by the PSA Office in

Lim popo were greatly appreciated by beneficiaries.

Trolleys were donated to vendors in Polokwane to

assist them to have better control over the goods they

sell to mainly public servants. Lapdesks were donated

to the Lesiding Center for Handicapped Children.

The food garden that was established by the PSA at

this Centre a few years ago, is well-maintained and

was extended. Vegetables are now also being sold to

the adjacent hospital and local community.

In Mpumalanga, shop stewards and staff members

took part in the re-roofing of Mvangatini Primary School

to the delight of the community and learners. Two

ven ding trolleys were donated to deserving recipients

and a rural school received a photocopier.  

In the Northern Cape, social responsibility remained a

permanent agenda point at all PSA structure meetings

and stakeholders are encouraged to participate by

submitting deserving requests. The food garden that

previously was established by the PSA at the Roman

Catholic School in Keimoes, a town situated 40 km

south of Upington, was assisted  with shade-netting

for the vegetable garden. The project is an ongoing

initiative to ensure a sustainable garden for the local

community.

The Office also delivered Easter eggs to two deserving

primary schools and provided sponsorship of PSA-

branded hockey kit to the Griqualand West Hockey

Club.  

The Office in North West donated a food trolley to a

vendor who was selling food from a makeshift kitchen

next to the Department of Public Works, Roads and

Transport. The Office also donated a photocopier to

Rotarus Home for Senior Citizens. 

As a member of the broader community in the Western

Cape, the PSA could not stand cold to the dire need of

fellow citizens. The Office in Cape Town assisted with

the rehabilitation of residences at Kerrith Retreat in

El senburg (Stellenbosch), provided essential school

clothing to 15 extremely needy children at Zwaanswyk

and donated vending trolleys to two informal vendors

operating at the Magistrate’s Court in Bell ville and the

Red Cross Hospital.
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FinancialFinancial
governancegovernance

and performanceand performance
highlightshighlights

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 bargaining councils to protect and promote

the individual and collective rights and interest of its

members.

The PSA conducts its business operations as an “Asso-

ciation Incorporated under Section 21” of the Compa-
nies Act, 1973 and in terms of its articles of As sociation,

it has no share capital and the liability of its members is

limited to one month’s subscription in the event of dis-

solution.

The trade union activities of the PSA are its core bu -

siness, whilst it also operates a holiday resort, sand

mine and a Cell Captive Insurance Scheme under 

licence from Zurich Risk Finance SA Limited for the

benefit of its members.

PSA Directors are required by the Companies Act to
maintain adequate accounting re cords and are respon-

sible for the content and integrity of the Annual Finan-

cial Statements. The Di rectors acknowledge that they

are ultimately responsible for the system of internal 

control established by the PSA and place considerable 

im portance on maintaining a strong control environ-

ment. To assist the Directors in discharging the respon-

sibility in this regard, an Audit Committee was

established to have oversight over financial governance

and to assist the Board with its financial responsibility.

The Board also established an Internal Audit Function

to provide oversight to obtain reasonable assurance 

regarding management’s assertions that ob jectives are

achieved for effectiveness and efficiency of operations,

reliability of financial information and compliance with

laws and regulations.

The external auditors are engaged to express an inde-

pendent opinion on the financial statements of the PSA.

The PSA’s Auditors for the past three financial years has

been PricewaterhouseCoopers Inc. Pricewaterhouse-

Coopers have issued an unqualified au dit opinion 

regarding the financial affairs of the PSA for the year

ending 31 March 2011.

The combined net profit of the PSA was R10 567 495

(2010: R12 852 959 profit) after taxation of 

R(2 457 320) (2010: R(1 328 265)).
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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 finan-

cial year ended 31 March 2011, the financial statements

support the financial viability of the PSA and reflect the

view that the PSA will be a going concern in the fore-

seeable 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 2011 are fully set out from

page 59 of this report, and do not, in our opinion, 

require further comment.

The summary financial performance of the different business divisions of the PSA is tabled the figure below:

2011 Memberships Sand Holiday Resort Cell Captive TOTAL
Accommodation

Revenue 175,064,998 1,705,536 709,286 53,867,438 231,347,258

Cost of Sales (161,042) (376,385) - (2,644,968) (3,182,395)

Other Income 2,684,849 - - 1,358,942 4,043,791

Employee Costs (102,087,848) (446,149) (846,626) - (103,380,623)

Other Expenses (73,848,039) (318,018) (337,968) (45,355,631) (119,859,656)

Net Income (Loss) 1,652,918 564,984 (475,308) 7,225,781 8,968,375

Assets 104,077,977 158,328 4,417,909 15,864,739 124,518,953

Liabilities (30,472,092) (223,108) (22,638) (12,817,127) (43,534,965)
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PSA employmentPSA employment
profileprofile

During the previous report period, the PSA made

good progress with the achievement of its employment

equity goals and targets in its workplace owing to

aggressive pursuance over the past few years.

During the report period, huge strides were again

made towards achieving the equity goals and the PSA's

overall workforce profile reflects an increase of 2,22%

from 85,33% as at 31 March 2010 to 87,55% by the

end of the report period in respect of employees from

designated groups. The current goal stands at 87.59%.

Employees from the non-designated group have

decreased from 14,67% at the end of March 2010 to

12,45% by the end of March 2011.

The PSA’s male employee population stands at 44,21%

(a decrease of 2,67% from the previous year) with a

current goal of 44,36%, whilst its female employee

population amounts to 55,79% with a current goal of

55,64%. 
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OVERALL EE PROFILE

GENDER EE PROFILE
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Since 31 March 2010 until the end of the report period,

100% of employees recruited by the PSA came from

the designated groups and none from the non-

designated group.

A total of 88,89% of employees promoted from within

the PSA came from the designated groups whilst

62,5% of the terminations during the report period

came from employees from the designated groups,

of which 12,5% were white females. Terminations

from the non-designated group constituted 37,5%.

The PSA management, together with the PSA’s

Employment Equity Forum and other relevant role -

players, were by the end of the report period finalising

the new/revised Employment Equity (EE) Plan for the

period 2011 to 2016 which may, amongst others,

introduce amendments to current PSA EE goals and

targets.
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RECRUITMENT EE PROFILE

� Designated employees      � Non-designated employees

TERMINATIONS EE PROFILE

0%

White male

38%

White female

13%

Black male

12%

Black female

37%

100%

REPORT:Layout 1  2011/08/24  2:00 PM  Page 57



58

REPORT:Layout 1  2011/08/24  2:00 PM  Page 58



59

Financial Financial 
StatementsStatements

REPORT:Layout 1  2011/08/24  2:00 PM  Page 59



60

REPORT:Layout 1  2011/08/24  2:00 PM  Page 60



61

62

63-64

65-66

67

68

69

70

71-78

79-94

94

REPORT:Layout 1  2011/08/24  2:00 PM  Page 61



62

63-64.

65 to 94,

REPORT:Layout 1  2011/08/24  2:00 PM  Page 62



63

65 to 94.

REPORT:Layout 1  2011/08/24  2:00 PM  Page 63



64

REPORT:Layout 1  2011/08/24  2:00 PM  Page 64



65

REPORT:Layout 1  2011/08/24  2:00 PM  Page 65



66

REPORT:Layout 1  2011/08/24  2:01 PM  Page 66



67

REPORT:Layout 1  2011/08/24  2:01 PM  Page 67



68

REPORT:Layout 1  2011/08/24  2:01 PM  Page 68



69

REPORT:Layout 1  2011/08/24  2:01 PM  Page 69



70

REPORT:Layout 1  2011/08/24  2:01 PM  Page 70



71

REPORT:Layout 1  2011/08/24  2:01 PM  Page 71



72

REPORT:Layout 1  2011/08/24  2:01 PM  Page 72



73

REPORT:Layout 1  2011/08/24  2:01 PM  Page 73



74

REPORT:Layout 1  2011/08/24  2:01 PM  Page 74



75

REPORT:Layout 1  2011/08/24  2:01 PM  Page 75



76

REPORT:Layout 1  2011/08/24  2:02 PM  Page 76



77

REPORT:Layout 1  2011/08/24  2:02 PM  Page 77



78

REPORT:Layout 1  2011/08/24  2:02 PM  Page 78



79

REPORT:Layout 1  2011/08/24  2:02 PM  Page 79



80

REPORT:Layout 1  2011/08/24  2:02 PM  Page 80



81

REPORT:Layout 1  2011/08/24  2:02 PM  Page 81



82

REPORT:Layout 1  2011/08/24  2:02 PM  Page 82



83

REPORT:Layout 1  2011/08/24  2:02 PM  Page 83



84

REPORT:Layout 1  2011/08/24  2:02 PM  Page 84



85

REPORT:Layout 1  2011/08/24  2:03 PM  Page 85



86

REPORT:Layout 1  2011/08/24  2:03 PM  Page 86



87

REPORT:Layout 1  2011/08/24  2:03 PM  Page 87



88

REPORT:Layout 1  2011/08/24  2:03 PM  Page 88



89

REPORT:Layout 1  2011/08/24  2:03 PM  Page 89



90

REPORT:Layout 1  2011/08/24  2:03 PM  Page 90



91

REPORT:Layout 1  2011/08/24  2:03 PM  Page 91



92

REPORT:Layout 1  2011/08/24  2:03 PM  Page 92



93

REPORT:Layout 1  2011/08/24  2:03 PM  Page 93



94

REPORT:Layout 1  2011/08/24  2:04 PM  Page 94



95

NotesNotes

REPORT:Layout 1  2011/08/24  2:04 PM  Page 95



96

NotesNotes

REPORT:Layout 1  2011/08/24  2:04 PM  Page 96



Mission statement

As a leading trade union we the PSA,
will protect the rights and promote

the interests of our members
through professional, dedicated

and competent staff
and member structures

in an assertive, innovative, ethical
and financially sound manner -
at all times striving to exceed
members’ needs and remain

the union of choice
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This report is printed on Masuga, a South African-produced,
uncoated and unbleached paper made in KwaZulu-Natal,

eliminating CO²-emissions associated with shipping.

Masuga contains 90%-bagasse fibres (sugar cane waste)
and 10%-virgin fibre sourced from well-managed

and responsible forests.
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