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APPENDIX A

LEGISLATIONS REGARDING PERFORMANCE MANAC _ME IT
IN SOUTH AFRICAN PUBLIC SERVICE DEPARTMENTS

The following legislative mandates are applicable in South African ‘'ublic

Service Departments regarding performance management

e Constitution of the Republic of South Africa, 1996 (Act 108 of 19! |
Section 195 of the Constitution states that:

1. Public administration must be governed by the democratic values and
principles enshrined in the Constitution, including the following principles:
i. A high standard of professional ethics must be promoted and
maintained.
ii. Efficient, effective and economical use of resources must be
promoted.
. Public administration must be development oriented.

iv. Service must be promoted impartially, fairly, equitable and without
bias.
V. People’s need must be responde to and the public must be

encouraged to participate in policy making.
Vi. Public administration must be accountable.
Vii. Transparency must be fostered by providing the public timely,
accessible and accurate information.
viii. Good Human resource management and career development
practices, to maximize human potential, must be cultivated.
iX. Public administration must be broadly representative of the Sou
African people, with employment :
practices based on ability, objectivity, fairness and the need to redress
the imbalances of the past to achieve broad representation.

Section 195 of the Constitution serves as a reference point of guiding the
conduct of all public officials in every sphere of government. Section 195
further stipulates that there should be a good human resource manager |
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meaning that government officials should manage performance of employees
and monitor it on a regular basis for the effective delivery of services to e
community. Section 195 also serves as a frame of reference to public
managers on how to administer and manage employees. Public managers
should be responsible, accountable and transparent regarding their actions

and perform their duties with absolute ability.

¢ Employment Equity Act, 55 of 1998.

_.nployment Equity Act, 1998 offers o »Hriunities to all emplo. 3s be a
part of the performance management system despite colour, gender, race,

ethnicity, and creed.

Em'ployment equity goals and objectives will be an integral part of the
Performance Management System (PMS) in the Municipality and form part of
the key performance indicators of senior management on which they are
appraised on a quarterly and annual basis. The Performance Management
Implementation Policy makes provision for cascading performance : aisals
to all staff members. Such appraisals will be used to determine tr ar g
needs of employees and to acknowledge outstanding employee performance

(Pro-active management Services, 2008).

¢ Skills Development Act, 1998

The Skills Development Act, Act 97 of 1998 provided sections for monit in
and measuring the performance of employees at the workplace.

¢ White Paper on the Human Resource Management in the Public
Service

Chapter 5, section 5.9 of the White Paper deals with performance
man: “ment. The following information is stipulated under this section
(DPSA, 2012):

5.9.1 The success of the Public Service in delivering its operational and
developmental goals depends primarily on the efficiency and effectiveness
with which employees camry out their duties. Managing performance is
therefore a key human resource management tool to ensure that:
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Sources:

Republic of South Africa. 1996. Constitt on of the Republic ¢ <~ +*1_Africa
(Ac* “N@ ~* 1996). Pretoria: Government Printer.

Republic of South Africa. 1998, Skills Development Act, 1998. Pretoria:
Government Printer.

Department of Pubic Service and Administration. 2012. White Pa - on

e~ Resource Management in the Public &~~+ce. Pretoria: DPSA.

Pro-active Management Services. 2008. “Employment Equity Plan”.
http://www.overstrand.qov.za/index2.php?option=com_docmand&task=doc
w&gid=418&ltemid=159
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APPENDIX B

Employee Performance Management Cycle at GDE

Figure 2.1: Employee Performance Management Cycle

Employee Performance Management ‘ycle

START CYCLE

r JANUARY—MARCHJ | APRIL-JUNE J

Job description

Development

Final performance Contracting: 1 &
evaluation date of ¢ mance
Review  performance agreement
and development for
the full cycle
4™ Quarter 1% Quarter
Development
1% QUARTERLY
REVIEW
3™ Quarter 2" Quarter
OCTOBER- JULY-SEPTEMBER
DECEMBER
Development ' Development
3™ QUARTERLY REVIEW 2" QUARTERLY REVIEW
(Review performance and (Review performance)

development)

Source: Gauteng Provincial Department of Education. 2010. Circular 64/07:2009/10. Pretoria: GDE.
Page 4
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APPENDIX C

Rules and service benefits reg: ding home owners, tenant,

and state housing at GDE
Rules and service benefits regarding medical aid at C )E
Service benefits regarding service bonus at GDE
Various types of leaves at GDE

Benefits payable by the Government Employees P( i1sion
Fund

Source: Department of Public Service and Administration.
2012. Salaries and Benefits in the Public Service. Pretoria:
DPSA.
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booklet on ries and benefits 1 3 Public Service
developed w  the intention of explaiming further the
ies and benefi  jovernment is offering to public servants,
ugh the 2008,  salarv adiustirents, govemnment has taken
untof altits sy iing  forities, including social development,
essing crime Issuies, gifrastructure investment and betrer
lee delivery for 3 crmmunities in the pursuit of a better life
#l, in the midst of & ese prictities, government has come
ith 3 sompreh  ive remuneration package that is prudent,
ard looking ar  aves the way towards improving service
eryandpubiicserviceperformanceandat the sameatime, ensuring
oved conditions of service for all public servants,

principles unc  inning the 2008702 salory adjusiments to
sublic servant  clude the tollowing:

cenetal sai increases that keep pace with inflation so
that the ing power of puklic servants is not
compremisn ind additionel increasas that are finked to
performance end garvice delivery;

the attrac and retention of skils in the puhlic
service thr 1 the introduction of occupation specific
dispensation 1USD=Y- and

growing the capac  of the State through job creation,

housing slinw e wik. once fully implemented, increase the
viorthe fowe  san i the publc service by anproxirsately
N

nermore, em 2es further benefited with regard to the
duction of th us  aflowance and the free medical cover
w Sagphire 0 1 for amployass on ryle 15 who
wers of Gove ot Employees Medica: Scheme (GEMS).

in terms of tha multi-term agreement, Government is of the viav
that it is benehcial for both the employer and the employeses, as
ir deals with the package of benehts for pu : servants and not
only salary adjustmen:s.

A multi-term wage agreement brings sboul stablity in the
planning for perscnnel expenditure, while ensuring that pubiic
sarvants receive real wage increases or at feast inflation
adjustments on their income,

thedpss
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& maximum of 25% of total package for car altowarcs;
. VMedical contribuiion in dne with the tex caps determinad by
the M~i=ter ¢f Finance;

. 13th  sque {service bonus) calcalated &x 1712 of the
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Soennet graded or saiary lavel 10 ranges between R28s
878 1c R3Z8 446 per arnum ~ the benefits corgtitute 25%
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PEN N BENEHTS

Al e servics «mmoyccs zpooinied ¢a perr-.m»nt basis arz
requrad as 5 condition of sardice, to bosome membars of the
Gea nent Zmployses Pension Fund {SEPF..

Cor ution rates,

tre State’s contribution 1o the GEFF was set
at 1% for oadl vants 1nd TB% for wniformad sewice
em 8%, Inretum, merberg (ernplovees) contribute 7.5% of
Ehe 0nthly pensionznis salary to ta GEPF,

Fuadt Benefits: The Fund provides bensfiss on

Retirermant,
Resignation.
Gaath: or
Bischarge.

@ &

- The  owing benefits are payable by the GEFF;

s Howmal ratiremant;

Fat members of the GEFr normal reticement age i 60
yedry Jrless the mermhers’ employment Comract of law
goverting  the  employmest . stipulates  otherw
Normal retirees with Jass ther ten yeas punsionaie
service receive 2 Hmp sum coash horefht {gratuity)
equal to the members’ ascrial interest in the Fund. Foar
with ter or more years of pensionakla years of
g, A gratuity and & monthly pession (annuity).

v Eary retrement;

Under certain ¢rodr ances n tarms oF the Public

Servica Act ‘rsgi, 55 amended, members may  de

BCEIvES &
ntarest s the
-\.n. }-or ear :5 relirees with en or ye of
sensionsble  serves, arncities  and gretuties  we
salsudated mezording the sare formula used for normel
retirement, with & reduction of a third ¢f ane percant for
aach month batwean the dates of carly Tetirament and
noirst ratiremans.,

NB: Years of pensicriable senvice will e increased by 25 nwc»'r" for

esch year of pens.mac{e se: vce after tan yeare for merhers of the Ir-
’e'mgenre {NEA/SASS), Sacret Service, uniformsd membars of the Sruth
African Folics ! mﬂ,ic:: ;;»APS} the South Afvicen Mstionsi Defenc toe
(SANDE) wrd Conectiona: Senvioes.

Lniformed roambers of thy SANDF under the age of 53 yrars, will recaive
Ge
sty increased by an pdditional 12 porsent st ratirement.

. Rasignation:

A seris entizlad o receive a lurnp itn 22sh beraht
ol resignaticn or ¥ discharged due to mse duct
or finess or injury caused by the member’s own aoing,
The berefits are determired by & presoribed formmda,
Altzrnatively, upoi: resignation or discharge, 2 mamber
may chqose to racsfer bis/her benefity (o an aporeved
et ent fund.  In this case, The Fund wilt trs
casn r-‘sqhauou benedt clus any difference betwean tms
beneft and the actuarial wtersst L the approved
ratiremant fund,

. Darthin senvica:

Ordeath of the memberwhile in service, tha Fand for
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2 lump sum dependicg on whether the membet's
pensicnable vears of service is lase or more than ten
yeers, I the decessed memser kss a spouse, ond his/
her pensionabis service is at loest ten years, the spouse
Wil recetve 2 spouse’s annuity 2909 1o ball the whnuity
the deceased would have raceiver 1 hesshe retired 2t
normat retremant ags,

Dez  afrer retirement:

Aetirevient arnnities are guarantesd for five yoars after
#omenber's 1 emeal. 1 deah uecurs within this (e
yeasr padeld, me spouss I banefciaries will receive the
tatance of the five-yeas annuity payments, exciuding the
annual suEplement in & cash umo sure. in this instance,
the spouse will cxceive annuity egual 7o 30% or 755 of
the dereased’s gomuity,  With effect from 1 Decermiber
20C2, the member has the option of Mercazing the
spouss’s annuity entitlements from 50% to 753 by
either reducing the gratuity or arruty. THS option is
onty #vadable to 3 member who retired on or atter 1
Dacember 2002 and who are entitled to an znautty,

Fireral nenefits:

The Fund provides for fureral benefits with effect

freer on the death of @ member ang pensicner

whese pension Comieiericed on or 2fter 1 Decermber 2002,

ard on death of spouse and sligible children as feliows:

0 87 5OC fe payabie al the testt of 2 ciember.

<) RY 500 k payable at the ceath of & pensicner
gr his/har epause whose annu'ty corwmensad on
or efter 1 Decembar 2002; and

o} R3 000 is payatle at the deam of a child of the
MEMOBT 6¢ Sensicrer whose annlity commanied
gnor after 1 Decerrber 2002,

Q NB: The atove banefits are fully taxzhia,
Orphan’s anrLity:

The GEPF provides for payment of neahan’s annulry
o <igible orphens of gensiopers whe retired after
1 Cecember 2002 or as 2 result of a spouse of a pensioner
whio tetired sn o efter 1 Deternoey 2002 and for memners
ih serues st the'r time of death whose full povential
cenvice petiod {unexpired pericd of senviee) i at
feast rten years. Should sueh members or pensicrers
pre-gecease thalt spousss, orphan’s ammuities wil be
pavadle on tha death of spouses leaving sligible orhans.

lil-fseulh benehts:

A mamber of the GEPF may be discharged at any
age as a result of medical reasons. Tor 2 merrber with
less than len years ol persionsble service, are paid
a ump sum cash bemefit ontv,  For a memder with
6 YRBIS ARG TS, A IMp sum and annulTy celesfated at
3 percentage of the member's final salary an increased
pafiod of period of service. A member with mora than
ten yewxrs ard more are  also paid an annwa
supplamentary emount,

Other types of retirervent:

Members of the GEPF may be discrarged at any age
from: gervier i~ terms of the following reasons:

o tray ien. redkiction, regrganisation o~
restrugturing of the member's post

© to proimote efficiercy i e degariimen;

0 injury on duty, and for

a madical '€ s,

12.
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s Enhanced benefits wre payeble as a result of dschargs
diis to any of the above reasons.

Further b mation on the abovz benehizz, Is obtainable from the Groe
call ceptre wly (D132) 218 1000 or their wehsiter www.geof coza

ra

WAWCGRE VR or emsil enquticsEgepl.co.za for geners! querias,

+.1.

4.2.

4.2.1.

<3,
<30

4.3.2.

gy sty

MEDICAL BENEFITS

The Stete provides medical essistance In 2 form of subsidias for
enpluyess, 0 e public senvice and as well s 1o retired
eirployres who beiong to registered medical schemes and
who sre efigible in tarms of the pelicy governing post retiremen
migdical dsslstance,

Medical gssistance for insservice amplayees whe selong to the
Bavernment Employees Medical Scheme (GEMSY):

The State pays 73% of the emploves’s total menthly medical
coRLADUtIon or any ssiested aption subject to;

Fria Gy M

Pl g Lxrtenzn L

g A it e dopandenes

MOLL M Wi

wperdwis LA G0

Ml wfek facr degoncite

Free medica assistance:

Eraployees who befong or boir SEMT ~ saary level 1-5 are
eligible on applivation, for free m assigzance on GEMS
Sanphice cption cn the same Hass as m par.2.1 ansve,

The key advantages of the Sapphire ogtion are-

+ it is the most affordadie opion wih unfivited pr 3
dav-to-day hesltheare cover.
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-

s desigred to bmprove your quality of e (quick

ai to heaithcars, private  doctors, cover for
Jof Ty &nd contracentives),

E: 88 have ouitk =ccess to treatment  in
@ cles,

Trers arg no out of pockat erpenses (waliet-less

f
! » sibsidsed for level 1-5 empioyces. Mver youwr

wrEly T a maximur of RZ2 175, Ern o cdes are
; o contact GEMS as they eouild acld more than the
o smeandants for frae.

comarehensive R covar incluging KV medicine

3

For more =rmat employees could cortact GEMS calf centre 3t

QBEQ 004

gov.ra

.

’
4.4 Pas

441, Yhe
sul
bec

+,4.2, One
tha

o U welsite, www.geins.gov.ea of eniad: joirr@gers,

The  ployee gets maraged puniiz hospital cover with
gooess to private wards where necessary: and thar
Sepvices are talfored to meet the employee's macicst

PR,
et Medical Aszistance:
dees for payment of post retirernent modical

digiiz emplovess whe exit the publiz senice

sty inelud eatly retirement,
w
& as a result of d-healih or through injury of

difyinig witesda Tor contnuous medical subsidy T
stoud be at least S0 years with atleast 18 years

of actual sendea, Inthié  tance the entilementis 2/3rd of the
medical conrbution to e emgioyee’s medical schame up the
maximam of Y 014 pge cionth, (Th2 Post-Retwsment Medicd
Assistance is baing revieved).

. For emplavess whn fatire under the age of S0 with al
lazst 15 years of gervica, they wil cuaify on applizstion
arg on reaching age 5C.

. An employee, who & discharged dueto  wealthand with
wl least len yzams ol zoluel servics, is eligitle for
cortinuous ampioyer medical subsidy as in 4.2 shove,

. Employees wha syit the publiic servdne die to nther
reasons or insser ages that mentiensd above, will receive
vzried payments In accordance with appiicable farmulae.
Emgslovees shouid contast their respactive Humar
Resources sactions for more information,
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CR B NG BENEFITS

51, A sig allewanze of R5DD per month is paysbie o sn
B yee who owne 3 hoeme registered in hi/ber name.

Ti- Slows s poid for one home oniy unless for officlel work
P ses, coupie ows Two houses and ace staticnsd in two

i e sterigl digtricts.

540 A saploues who rents zccommodatien s cligible to recaiva
RI  per  th provided hefshe has & valid rental coniract,

T

oA oy

8. SERVICE BONUS

€.1.  Service bonus thet squals an emplovee's one mont
sayable in the pullic servive s & 13th chegque on their birinday
month,

for further informaticn on benshts wifaed in it punlic service,
employees can it e Depsrtment for Publlc  Sendee  and
Adimidstration’s  bsfte at; www. dpsagov.zs.
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Public San Administratior
REPUBLIC

JTH AFRICA

7.3.1. Ac  ance of Medical Certificates

7.4,

7.5.

7.6.

Fo poses of temporary incapacity leave the employer only
ac i medical certificates issued and signed by practitioners
rey ‘ed with the Health Professional Council of South Africa
an 2 are legally certified to diagnose and treat patients.

Le for occupational injuries and diseases

Ar  oloyee shall be granted occupational and disease leave for
th= ~ration of the period that he or she cannot work as a result
of ry caused at work or if he or she has contracted an
oc itional disease. In order to be granted the occupational
ininrv and diseases leave, the employee must bring a claim for
cc nsation against the third party and undertake to use
cc nsation (in terms of the Compensation for Occupational
In, i and Diseases Act of 1993) received to recompense as far
as sible for the cost arising from the accident.

b ity leave

E yees are entitled to 4 consecutive months’ paid maternity
le to commence at any time from four weeks before the
e ted date of birth; or on a date from which the attending
n al practitioner certifies that is necessary for the employee’s
h or that of the unborn child.

A ion leave

| 'mployee adopts a child that is younger than two years, he
i : will qualify for adoption leave to a maximum of 45 working
t If both spouses of life partners are employed in the Public
! e, both partners will qualify for adoption leave provided
1 he combined leave taken does not exceed the 45 working
«

7'7.' .

7.8.

7.9,

7.10.

Dapartment:

Family responsibility leave

An employee will be tted 3 days leave per annual leave cycle
for use if his or her spouse or life partner gives birth to a child
or the employee’s child, spouse or life partner is sick. He or she
will be granted five days leave per annual leave cycle for use if
the employee’s child, spouse or life partner dies, or an
employee’s immediate family member dies.

The apgregate of family responsibility leave days taken, as
indicated above, shall not exceed 5 days in an annual leave cycle,
unless special circumstances warrant further leave at the
discretion of the Head of Department.

Special leave

An employee may apply for special leave for e.g. studies and
exams in terms of the department’s special leave policy.

Leave for Office Bearers or Shop Stewards of recognised
employee organizations

If an employee is an office bearer or a shop steward of a
recognized employee organization, he ar she will receive up to 10
working days paid leave per annum for activities relating to his or

her union position. In order to access thi~ '~~e the necessary
supporting documentation with the : ation must be
submitted.

Unpaid leave

If ~~ ~mployee has exhausted his or her anr eave, the Head
of artment mav arant unpaid leave <hoius urther leave be
reqyuned. The F Department s " in exceptional
circumstances gr ‘e than 184 ¢ da  >f unpaid
leave in a period or 18 months,

thedpsa

Public Service amJ Administration
REPUBLIC OF SOUTH AFRICA
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8.1.

8.3,

"

[t ol s AP e

™

A =WEE warker who ordingrily work shife

NG TIME

lead of Deparment has the authorty ts determine the work
and daily nours of werk, as well as the apering and closing
He ar she determinas the working time with due
Heraticn te tho Basic Contitions of Lmsloyment Ack, 13287,
Puble Serwvie Regululiors and the Datarmingtion on
ng ¥ime, The servica delivery requiramants of the
‘tment infonrs the work week and daily hours of wark.

aging of hours of werk

sdivary hours of work redy be gveraged for a ¢ WOIKEE,
espetiive sectoral bargaining councils shzlt determing the
erisms and conditions for the avaraging of working houss.

rensation for srdinary work performed on 3 Sunday and/or
: holiday

_ as per a shift roster on
way ot 2 Public Holiday wilf be o additional pay for
a0 such a Sunday andier Putdic Holiday,

iy for o-dinary wark on @ Surcday is 1.5 of the
s basic salary, whitz tha rate of pay for ordinary work
Holiday is 2 x the basic salary.

werk i the Public Senvize
work [n the Fublie Servies & work performest tetwaen 1900
:0C the next day or 18:00 to G800 tha next dav =5 agreacl

tacen parties in the relevant sectors! bargaindi  olingils,
tmental chamrbors.

8.4,

Cvartine work

Cuertima waork s work in axcess of normsl working hours. There
st be an sgreerent hatweon the emplover and smaloyse
conserngd o perform overtime work. The perfommarce of over
Lime woik can only be perrmitted snd compensach considerss if
authonsed in edvancs,

. The payment rate for oversims

If sventinee weork iy posfonmed on 5 Sunday end/or Public Holiday,
e avertine is cafculated at a2 rate 2 X the basic s@ary of T8
cafling of R 148 520 par anrum, whichever is the loweast. Should
overtime work be serformed on any other day of eek, the
oversime wit ke eeloulated at a rate of 1.5 x basic safary of tae
eeiling of & 145 220 per annum, whichever is the lowes..

e 0F for overtime perfonmed in lieu of compernsatior. Is no
iohger grantad,
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Flexible remuneration package system for employees on leve
11 to 12 at GDE

Source: Department of Public Service and Administration.
2012. Circular No. 2 of 2005: Implementation of an Inclusive
Flexible Remuneration Package System for Employees on

Salary Levels 11 and 12. Pretoria:

APPENDIX C

95
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BEP&AS KT PURLIC BERVICE ARK ADMINISTRATION
REPUBLIGC UF B0UT AFRICA
ST Hag XS Bralina D005, Tec 10120814 PRI Fer 0T) 533 1300 o (L) 1% 5618
Fo RO dang X043, Capa Vo, 2009, Tl (RU46A B0, Fax 023) #87 1288

T ALL BEADS OF MATIONALPROVINGIAL  DEPARTMENTS  AND
PROVINCIAL ADMINIST 5

CIRCULARN 2 OF 2005

IMPLEMENTATION OF AN INGLUSIVE FLEXIBLE REMUNERATION
PACKAGE SYSTEM FOR EMPLOYEES ON SALARY LEVELS 11
AND 12 TJULY 1§

INTROOUCTION

1. The State ss w proposats in Asel 2003 in e PSCES on the
exavarsion of nureration system for employees an satany levels
11 and 12 8 Fleible Remuneraion Package Systern.  Afer
sevral sttemy #7 agreenary, she Emplover desiares § deadlock
and the oy | Tor consilistion in terms ¢f tha PSCHG Dispuls
Ragoiution me ter several tonclision meafings the dite was

St unresalver Enlor issued a cedtificate 1o the effect. in view of
the failurs of the mmncver and organised labour 1 conciude: ar sgreement n

the PECRC, er for Public Service and Administration (MPSAY
subsequentiy. erme of sertion SE)h) of the Pubilic Servica Ast, 1063
to imptement s sifor lablnd at the fzst Coricligtian mesting for
amplnyees on 11 anc 12,

2. This Clroda e Ay with the MPEA's daterminsion for the
smplamentat an nddusive Flexitde Ramuneraticn Packans System
{hervinadfisr r to ke dispensaticn), effectiva trom 1 2008, far

A0S 0 Gaadly Wr ara rdivicleally caskongible B SRSV tha 101280 o AIDS a

-
employees on sabsry lewels 11 gad 32 refedtsy refemred to as MMS
maemhers),

SCOPE OF APPLICABIRITY

3.

Tho WMPSA's deisrminations corfalned in this Sircular apply io al MMS

T mambers oo ssfary levels 11 ang 12 whe gre appoinied in terms of the Public

Sewvite Aft. 1994 ang the Correctional Servicea A, 1698
This Circutar dons not apply to the followiny nategories of MMS members:

(a1 MMS members smplaved in leems of the Snuth Afncan Bclice Serace
Act, 1595 {pofica memberst

bt RS memhees empioyed In ferms of the Emplayment of Educators Act,
1398 {E ducsors).

{c; MMS members in ths Matiana! Proseculing Awtherity {Prosecutars gnd
Speciat Invastigaturs on eeinsient levets).

dy MMS members i she Gfice of the Public Placter {investigatars and
athar employess on squivalant levels).

) MMS mempers erployes in terms of the Dafarce Act, 2002 {miitary
MeEhers).

Th= getermipation of simdisr dispensations for the MMS members referrad o [n
sub-paragraphs 4(a} to {F) »ill by degdt with Ly the Ministers of Safely ang
Sesurity, Eduication and Jusice ard Constitutional Developmert and the Public
Projector respactivaly. The MPSA's Ceterrinalion it tesped of Defence Act
Wi be dealt with separaioly.

IPLEMENTATION

&.

The MPSA hag detarming ¢ the followinyg i tarms of section 3(B)et reod with
aoeticn BESYE of the Public Service Act, 1974, effeclive from € July

72} implementatico ot the dispensation affactiad as Arnexwra A for MMS
Mmesmbets who are employed it teans of the Publiz Service Act 1884 and
the CorrecHonal Serviges A, 1998,

by Fhe MMS by cafeied io o schenaragoaph () above do rat quaity
for @ Sernco Borus, Ma Ay noe ts Emoloyees or the Home
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Y.
Ot wanck, RS provided for in Pars §, {8 (pavegraph 1) ard BV oof
PBEL solutinn 3 of $359 respestvely,

{z) MMS bers qualily tor ab other benebits and sondifions of wervice
{exchu those refarreel 1o in subpamgraph ) shove), provided they

mezt | aalifying criserta.

Deaa) bowil: ~argdely muie avaiiable $he remuneraticn {packaget
snles for Lon tand 12 fulltime and partime (S8" and 58"}
b ¢ Tl in ierms of the Public Service Acl, 1994 and fulldine
rembers a ded in terms of (be Corngetional Services Act. 1968, a8 we
the renslsl #yg *~ “anslate shese rrembars (o the new disgensation, wler

e annual of-H adiusiment for employees on sslay fevels 1 0 12,
effpotive fru 1 fuly «wlS, has been finalised in terms of PSCBC fesaiution 2
of 2004,

THE NEW DISPY ATIC WNO TRANSITIORAL MEASURES
8. The new dispensation entals a new sporcach 4o remunerate 5 membears in

the Public Senvice, whick: has the folkewing advantages for the empioysr and
e MVS nipmben

fay Enbar e i of remureeration costs

) Agsigl fickent plarneg and tuggeting of personnet costs on thess
Tovals,

g} Enew  tdl i prstmbing harwdt aowally.

te} Enha gpar ats' externial eyuafity in relation to the labour markst,

fe} Enabl B ors bo stasiure Sheir emuiamEon packages i terms
of 0ific dizhial newds.

3. MBS men wii b8 negalively affactsd on kranslabon o the paw
dispensation.

Remungration fanedf inclusive flexible remuneration packages

W Two sepa mureratior “~rckage} scates will e B neated for M
LEvels 11 % ot Each remuneration scare will consist of 10
sackages | o nawies) W provide Yor pay prograssicn,

e

Strugtiry of L inclusive doxible remuneration package thersinafter refecred
1o a5 the package)

1. The falowing clements of the prevsevised remuneralon sl condiions of
Benica e eoftverted nte MMS wernbw s tolat pescksge.
{3} Ralery noich (persionehie income).
{0} Yalus of the service bonu s, casculated an the salzry o,

fr  Empioyers conkibution to the Govermment Emmployess Pengton Fuand
{(3EPF), calnilsed on the salary nolch.

(5} Maximium employers contrbution (o a registered medical aid scheme.
te}  Maximum homecwners stlowa e,

12, The package &¢ an MMS member acmitied to the GEPF consivis of Hwea
carsponents (plllars), namely the-

()  basie salary pengionablie ircomes),
b] employars sontrbution to the GEFE, and
(S Tiexivle porton {nor-pensicnatie nooms}.

13, The package of an MMS member not acmilifed o GEPF {.e. appsiniment
of a feedHerr cortract, and wherg the conlrac specificatly stipulatas the
ety excision frot the GEPFY, does riot consis: of any compongata -
therefive the fatal package ecnstifuies the Hexible porion.

Basic safary

14, Thase MMS members gomittes o the GEPF will be afforded 3 once-off
chuite 1o set thelr basic saiary (pensiorsble ncome) v %he package w
cerain parameters on transiation to e dispensation, effaciive fram 1 Juty
5. Thorelom, those MMS marmbrars will bie sbliged to exercise their
sholeo {n writhhg In the format to be issued by their departmients.
Sepandrg on the mamirers current salary keves, the choice Is a3 follews:
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15.

5.
fal MMS €411
Settine of the fashy salsey eithes at 78% (St 1) ar 70% (Sat 23 of the
vack
) MMS LR N
Setine of the basic salsry sither at 76% (Sat 1} or 70% (Sat 2) of the
packs

The Beapbival ooF Yo inarizaictnl choless o b pxerdsed are as tollows:

{az] Set1 s the MMS memper to sst his or her basic sairy, un which
the enseysrs and e marsbers sontibulioms (1 the GEPF ae
ralegiainn’ gt et aa e lavel that pravailad bafore transiation to the
dispen - srefore the MMS member's pensionable income is
not reaused on wanslation. Fowever, this #mits she flevitie portien of
e pasiaga that fs do fx¢ used for sirusturiag carain remunesative
alfowa Jhenafils such es a contritution © 2 registerec medical ald
sohams mator vehicle allnwasee ete. within the cunand pravisions of e
ncom CASt 1862,

 Get 2 & ko MM member to set his or her beasic salary, on vihich
thas yars and the member’s contdbutions to the GEPRF are
CRClixs,. 8t 9 fevel lower that prevailes before transialion to the
dizgengailon: thesefore a reduction in the MMS mambars
pansinnahls  ome on translation.  Mowever, Ihis intasss the
flexik Hor: mat s o be used for situcharing cesialn reruncTative
allowaweshensfils such as a contributlon 1o & registerec medical aid
schgme, motor vehicie BliGwance 21¢. within the cusrent provisions of fhe
iname Tax Acd, 1962

e} Tris = ~ ~<~2.0ff choice before the MM3 member's package fwith
st 101} will be mmpiamentsd on PERGAL. This choice may
sok ! 8 in any way or at any time whije the MMS member is
hein rated in terms of the dispensation . not even with
prog slation from MMS Level 1% 10 2IMS Level 12 or with
the >f 3 frighar package o the msomber withint his or her
rors icaie. sxeupt in tarny of the Shansitiial provisian tefored
o ln 18 hemuncer,

{d; Set- eaw  ed as defaull if an MAS member fails © srarnisa his or
heg within g tme perios specified by his or her depiaiiment.

17.

14

~§-

Buz to the impact of an MMS members choice, which effects s or her
pensienable posiics i future {effent on retirerent and resigration benefits),
and 16 ensurg @ sesmless Wansifon ko the dspensalion, & transitonad
provision {grace period) appies for € montlis, commancing oe 1 July 2
femms of which an MMES membsr wha have: chosen Sat 2 on impisment:
may change his or her choice i Set 1 - herelerg "undding” his of B
shole - eukjact to tha falowny

rifisd

{a}) Tke kansitiora) provision oRly epplies to merrars wha ware alreedy in
sonvice on salery levers 11 and 42 an 30 June 2008,

{»} Revedting from Set £ io Set 1 will be effective frem 1 July 3005 herefore
with reiasgective eifert).

{c} An MIAS memhar 5 cofiged o furd the GEPF the tiffareace i the
emplayer's contribution to the GEFF fpravided far i the package) as wall
as tha diferspce = the membars own sordibetion, which scoumuinted
aince 1 July 2608,

(@) HR comrponents mast recelve agpications 1o fevert froms Set 2 to Set 4
teinre the aapiry of ths Lansilivrnal period (31 Decainber 20G5) - jute
applications will noi tre enterizined.

The {ransitional orovision referres to i paragraph 16 above does not apply 1o
members who wish to rever fram Set 1 4o Set 2 afler thay have exsrcisod the
chuite 1 set their basic selades at Sat 1 on tsanslation io the Hspensalion.

fowill he sppresiated that the chuice tu ik MMS members mudt exersise has
prefound mplications an Nis or her pension position feativamaent g Resignatlon
benedts) in fuure. Deparimants are, mersfnre, reguestad o communicste the
chnitg to he exorsisad, thes inplisatiens teereof ans the trensitional provisicn to
svery MMS miember. Tris Deparment has prepsres a comsmuniqué for this
purpose, highlighting these critical srsas. The communiqué is attached te thie
Cicuudar and dopanmenis must atdress it 1o eack MM masrisr voddos crver
of @ deparimerts leter,

Employsr's contribution Lo the GEPF

18.

The eimployer’s contribidicn to the BEPF is calcutated on the basic saary and
ig dedurted from the packaga for this purpese.



O XiAN3ddVv

Fiexibis portion

20. The remsining 33 cornponent of the paskage ls the fiexible portion, which
MMS  meribe way  shuohite o the fomn of cerlain reminetitve
ailiateesdies

GENERAL

21, The barslatiov  AMS imeribers 10 the reungration  {package) scales and
packages, esv 5 MMS members’ struciuring of the Nexibie portion, is 1o be
effected at der=mmental leval - it wil not bs eflested programmaticay
{sutcmatic) by BAL. Esch memper must be nformed in writing of Fis or
ber revised rel ration scale and package. whers after he or shs must be
efforded theop ity o strusture the prokage, MMS membars st confie
the sirvetaring « oiiting befors departments may implament the package, and
the struciring saf, on PERSAL - signing of a grintout of {8 main page of
the Moedal (an sheet) will be sulficient ang should be filed accordingly,
Blepartmenis =~ again reminded, as indicated in paragraph 7, that thiz
precess can ¢ e Inffiated after this Bepartiment has made avaltable the
appropriate re eration {package} scales and {ranslation keys,

22, I 30 M3 me s transialion canncl be tealt with i terns of the standard
transiation xsy ill ta be provided), departmerts must scbmit 8 molivaded
request to tre -wpartment (Atlerflon: Remuneraton Policy Unily for an
pEropriate {in sl ranstation key,

25, this Uepsrmi s developed a stucturing Medel {Exce: spreadshaet) o
assist MME memoera (a2 well &3 HR prastitione:s) o sleuchire the package -
the Model is similas to the Model that is currently heing utiised by SMS
members,  The Modsl ¢an B obtaned forn this Departmart's websia
{hitpofiwwae Gosss vy} flolfowing tha links to Deoument ahiveGircuinrsy
Rt aion’ oo S Bdlonwieg eeannih adddsees:

24. PERSAL wi thwe with MIAS membere’ deductons in respect of
crntibutions ¥ steved medizal sid schemes aingd bond repsymernts.

25, kiME membe 113 be encouraged to make vs¢ 0 gvices of pevate

Semune ATon 5 10 agsist thern with the sirveturing of the paskage. i thay
risenaing evped N

28,

28,

-8~

This § dmemt iAtepds ta condust warkshops n each provinge o the
implemenwaiion of the dispensation, Tha intestion 18 ret anly & address HR
practitioness in deparimerits who wilt s responsitle for Bnplementicg e noy
Sisparsation, but Ase o invaive a8 many MIVS membess as possihie, The
Offiors of Premiors will bs apprmchaed i due gourso 16 amangelchortindts
these wargshops, Furthemtore, % s alse iniended t condutt warkshops for
natiorsl copartments in Preforia.  Mationa: desartments will b2 Informed
ECLoIdingly iy e cowse.,

The expenditure emanatng from the implemenaton ¢f the naw dlspargation
st ra Anfragnd from depariootal budysts and, whes necessary, vzussts
for ade b junds should B nohided in depainents” sthustient ostiiates
four the 2o BGH eyl yeot.

Mapariments ars reguested & onsate that the: massiras shat are eostained i

¢ Clretlar and Annexure are implemantad coresty. MMS mambers must be
wuormed mowiing that enrcrs would be rectfied, and that any armounts that
may kave been overpaid or ungerosid due o erem wii be pdusiad.
Eeparimants gre welcoms 1o approack: this Depattment for assistarse ssould
they expetence sny difcukiss,

Your espissance is appreciated o gnsure the sursemsful and searless
implemeantation of the dispeasaton.

W BIRECTOR GEMERAL
Y Dates § Mareh 200%
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INTERNET USERS IN AFRICA

Table 3.1: Salaries, Overtime, Home-owners Allowance and

Medical Ai
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Table 3.2 Reason why staff are leaving their job at e

department

sign | -,
Expiry of Contract, 3 88 559 55 6960 70 384
Permanent

eal
Dismissal- 33 0.5 0.0 6960 70 384
misconduct,

Permanent

Retirement, 936 134 1.3 6960 T3¢
Permanent

Total 6 960 100 9.9 6960 70 384

Source: Gauteng Provincial Department of Education. 2011. z 1€ )
Annual Report. Pretoria: Government Printer. Page 58.
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APPENDIX F

THE CONSTITUTIONAL MANDATES TO OFFER SERVICE
BENEFITS AT GDE

The following legislation(s) are available in South Africa dealing with service benefits in 1

South African Public Service:
3.4.1 The Constitution of the Republic of South Africa, 1996

The Constitution of the Republic of South Africa, 1996, as amended, puts an obligation on the
GDE to provide compulsory basic education to all learners in the province. Progressively s
includes the provision of aduft basic education and further education. To realize this
constitutional mandate, the Department uses various educational programmes such as Early
Childhood Development, Public Ordinary Schools, Basic Education needs, Further iucz n
and Training, Adult Basic Education as well as Training and Auxiliary services. All these
programmes unfold within the various legislative frameworks. However, it is imperative ~ note
that education is a concurrent competency of national and provincial government, except for
Higher Education and Training institution, which fall under the jurisdiction of National Minister
of Education. It is necessary to note that the Bill of Rights in the constitution guarantees the
right to basic education, including adult education as well as making further education

progressively available and accessible (GDE Annual Report for 2009/10, 2011: 9).

The Gauteng Department of Education is also responsible for effecting the ro s of
Employment of Educators Act (Act 76 of 1998) and the associated Personnel Admr ative
Measures (Government Notice 222 of 1998) that fundamentally determine the conditior
service, discipline, retirement and discharge of educators. In this respect the GDE ~ expe
to maintain a relevant system for the recording of relevant details pertaining to the man
resources that the organisation employs. In this regard, the organisation is © 2d with
something of a unique situation in that while the broad bulk of the personnel are « ipl¢
under the Employment of Educators Act, a significant a number of the administrative
members are employed in the Public Service and are thus subject to a  erent us in
emr  ment nditions. These administrative staff members are employ 1 er
the general Public Service Employment conditions that are amended and regulated by the
Public Service Regulations (GDE Strategic Plan for 2003/4-2005/6, 2010: 13).

3.4.2 Public Finance Management Act, 1999

The GDE is bound by the PFMA to ensure that all revenue, expenditure, assets and liabilities
are managed efficiently and effectively. As part of the good governance aspect, financial

APPENDIX F 102



management responsibilities have been entrusted to accounting officers within the
Department. The Department is therefore, directly responsible for ensuring that it ¢ iplies
with the Provincial Treasury regulations in its routine business, that it complies its annual
budget and manages these on a monthly basis, and that financial system, procedures to

manage risk and internal controls are in place (GDE Annual Report for 2009/10, 2011: 12).

The GDE is also responsible for effecting the provisions of Employment of Educators Act (Act
76 of 1998) and the associated Personnel Administrative Measures (Government Notice 222
of 1998) that fundamentally determine the conditions of service, discipline, retirement and
discharge of educators. In this respect the GDE is expected to maintain a relevant syste fi
the recording of relevant details pertaining to the human resources that the organisatic
employs. In this regard, the organisation is faced with something of a unique situati  in that
while the broad bulk of the personnel are employed under the Employment of ducators Act,
a significant a number of the administrative staff members are employed inthe PL  :Se e
and are thus subject to a different status in respect of employment conditions. These
administrative staff members are employed under the general Public Service Employment
conditions that are amended and regulated by the Public Service Regulations (GI' ~ Strategic
Plan for 2003/4-2005/6, 2010: 13).

3.4.3 Public Service Act, 1994

The purpose of the Act is to provide for the organisation and administration of the ; lic
service of the Republic, the regulation of the conditions of employment, terms of office,
discipline, retirement and discharge of members of the public service, and matters connec

therewith.
3.4.4 Employment of Educators Act (No 76 of 1998)

The purpose of the Act is to provide for the employment of educators by the State, for =
regulation of the conditions of service, discipline, retirement and discharge of educators =

for matters connected therewith.
3.4.5 Resolution no 3 of 1999 of Public service Circular

lic ont r d conditio  of Vi
employer and all employees falling within the registered scope of the Public Service Co-
ordinating Bargaining Council. The purpose of the terms and conditions of service is to

regulate remuneration, allowances and benefits.

3.4.6 Medical Scheme Act, 1998
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The purpose of the Act is to consolidate the laws relating to registered medical schemes
provide for the establishment of the Council for Medical Schemes as a juristic person; to
provide for the appointment of the Registrar of Medical Schemes; to make provision for the
registration and control of certain activities of medical schemes; to protect the int :sts of
members of medical schemes; to provide for measures for the coordination of n ical

schemes; and to provide for incidental matters.

Sources:

Gauteng Provincial Department of ~ lucation. =~~~ ~7~19/2010 Annual Re ' ** ' ‘zs

Governance, Monitoring and Accountability. Pretoria: Government Printer.

Republic of South Africa. 1996. The Cons** *'-~ -* *1e Republic of South . ica, 1996.

Pretoria: Government Printer.

Republic of South Africa. 1998, Medical Scheme Act, 1998. Pretoria: Government Printer.

Republic of South Africa. 1994. Public Service Act, 1994, Pretoria: Government Printer.

Republic of South Africa. 1998. Employment of Educators Act (No 76 of “""8). Gazette
19320. Pretoria: Office of the President.

Republic of South Africa. 1999. Public Finance Management Act, 1999. Pretoria; Government

Printer.

Republic of South Africa. 1999. Resolution no 3 of 1999 of Public service Circular. Pre  a:

Government Printer.

Republic of South Africa. 2001. Public Service Regulation, 2001. Pretoria: Government

Printer.
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APPENDIX G

PERMISSION TO CONDUCT RESEARCH

01 February 2011

GDE: HRA Director
Gauteng Departmant of Education

Re: Permission to conduct research at GDE HRA

Dear Sir,

This is to confirm that Thabang Poopa {20469861) is registered student at s
North-West University (Vaal Triangle), He enrolled at the univarsity in 2006 as a
BA student (Public Management and Administration and Pclitical Science).
Presently he is engaged in conducting research in order to complete his ters
Degree on the topic "impact of service benefils on employee performance”.

The authorization is required to conguct research on the above-mentioned title.

" FRabang Roopa HRA Dirggtor: BENJI NGIDI
AT
B St — »:»:,_!-;Jt 7!,, ¥
12014102/01 20M/02.01
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APPENDIX H

RESEARCH QUESTIONNAIRE

Title: Impact of service benefits on employee performance in the
Gauteng Department of Education

Respondents: Personnel: Senior Management

Introduction: The student who authored this questionnaire is purst g a
Masters Degree in Public Management and Development and w |
therefore appreciate your assistance in completing the questionnaire as
frankly as you possibly can.

Please give answers as comprehensively as possible.

1. How many years of experience do you have at the current s n at
GDE?

0-5 years

6-10 years

11-20 years

More than 20 years

2. In your opinion, are employees being informed regarding the service
benefits at GDE?

Yes | No

l, nploy 1y infoi 1

training/workshop regarding service benefits at GDE?

Yes | No
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4, In your opinion, do the service benefits have a positive impact on

employee performance at GDE?

Yes

No

5. Are you satisfied with the employee performance at the GDE?

Yes

No
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RESEARCH QUESTIONNAIRE

Title: Impact of service benefits on employee performance in the
Gauteng Department of Education

Respondents: Personnel: Supervisors

Introduction: The student who authored this questionnaire is pursuing a
Masters Degree in Public Management and Development and w
therefore appreciate your assistance in completing the questionnaire as

frankly as you possibly can.
Please give answers as comprehensively as possible.

1. How many years of experience do you have at the curent s n at
GDE?

0-5 years

6-10 years

11-20 years

More than 20 years

2. In which sub-directorate at the GDE you are employed as a si tis ?

3. In your opinion, are subordinates in your sub-directorate aware f

service benefits at GDE?

Yes | No

4, In your opinion, are subordinates in your sub-directorate receive any
information through training/workshop regarding service benefits at
GDE?

Yes No

APPENuIA Q 108



5. In your opinion, are subordinates in your sub-directorate are well

compensated?

Yes | No

6. In your opinion, do the service benefits have a positive impact o

employee performance at GDE?

Yes | No
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Title: Impact of service benefits on employee performance in the

Gauteng Department of Education

Respondents: Personnel: Human Resource Administration (HRA)

Introduction: The student who authored this questionnaire is pursuing a

Masters Degree in Public Management and Development ai

therefore appreciate your assistance in completing the questionnaire as

frankly as you possibly can.

Please give answers as comprehensively as possible.

1. How many years of experience do you have as a personnel in the

HRA?

0-5 years

6-10 years

11-20 years

More than 20 years

2. In your opinion, does HRA plays an important role informing employees

regarding service benefits at GDE?

Yes | No

3. How often the HRA organize information training/work: ops to

empower employees regarding service benefits?

Sometimes

Seldom

Always

4, In your opinion, do the service benefits have a positive impact on

employee performance at GDE?

Yes | No
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5. From the HR perspective, what recommendations can be « ered to
improve service benefits for employee performance at GDE?
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Title: Impact of service benefits on employee performance in e
Gauteng Department of Education

Respondents: Personnel: Human Resource Development Management
(HRDM)

Introduction: The student who authored this questionnaire is purs. 1g a
Masters Degree in Public Management and Development and \ |
therefore appreciate your assistance in completing the questionnaire as

frankly as you possibly can.
Please give answers as comprehensively as possible.

1. How many years of experience do you have as a personnel t
HRDM?

0-5 years

6-10 years

11-20 years

More than 20 years

2. In your opinion, does HRDM plays an important role informing
employees regarding service benefits at C..._?

Yes | No

3. How often the HRDM organize information training/worksl s to
empower employees regarding service benefits?

Sometimes | Seldom Always

4. In your opinion, do the service benefits have a positive impact on
employee performance at GDE?

Yes | No
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5. From the HR perspective, what recommendations can be offered
improve service benefits for employee performance at GDE?
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Title: Impact of service benefits on employee performance in the
Gauteng Department of Education

Respondents: Personnel: Directorates

Introduction: The student who authored this questionnaire is pursuing a
Masters Degree in Public Management and Development and w
therefore appreciate your assistance in completing the questionnaire as

frankly as you possibly can.
Please give answers as comprehensively as possible.

1. In which Directorate are you working as personnel at GDE?

2. What is your job title at GDE?

3. How many years of experience do you have as a personnel at GDE?

0-5 years

6-10 years

11-20 years

More than 20 years

4. As an employee are you aware of the service benefits offered  the
GDE?
Yes | No
5. In your opinion, do service benefits have a positive impact on employee

performance at GDE?

Yes | No
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