
BIBLIOGRAPHY 

Accenture. 2010. "Performance Management in the Public Sector: Driving 

High Performance by Focusing on What Really Matters to Citizens" . 

http://WNW.accenture.com/SiteCollectionDocuments/PDF/Accenture_Perform 

ance_Management_Public_Driving_High_Performance_Citizens.pdf. 

Accessed on 18 May 2011 . 

Adams, R. 2007. Work Motivation amongst employees in a Government 

Department in the Provincial Government Western Cape. Pretoria: 

Government Printer. 

Ajang, P.E. 2012. Assessing the role of work Motivation on Employee 

Performance. Umea Universitet: Umea School of Business and Economics. 

Andrews, Y. 1988. The Personnel Function. Pretoria. Haum. 

Armstrong, M. and Baron, A. 1998. Performance Management Handbook. 

London: IPM. 

Armstrong, M. & Murlis, H.1998. Reward Management: A Handbook of Salary 

Administration . London: Kogan Page. 

Bahra, N. 1997. Management Briefing. Britain: Pitman Publishing. 

Blanche, T. Durkheim, M. 2007. Research in Practice: Applied methods for 

the Social science. Cape Town: University of Cape Town. 

Bless, C. & Smith, H. C. 2011. Fundamentals of Social Research Methods- An 

African Perspective. Cape Town: Juta. / 

BP Consultancy. 2011. "Performance 

http://WNW.bpckuwait.com/performanceManagement.html. 

July 2011. 

management". 

Accessed on 16 

Branham, L. 2005. 'The 7 hidden reason employees leave". 

http://WNW.businessbookreview.com. Accessed on 10 August 2010. 

BIBLIOGRAPHY 60 



Broad, M. and Javadi, S.M. 2011. "Modelling a Successful Performance 

Measurement System". http://www.embaconference.com/portal/files/pages/ 

EMBA1Articles/65/65.pdf. Accessed on 18 July 2011. 

Colenso, M, 2000. Successful organisational change: evolution and revolution 

in the organisation. London: Prentice Hall. 

Costello, S. J. 1994. Effective Performance Management- The Business Skills 

Express Series. New York: McGraw-Hill. 

Curristine, T. 2005. "Government Performance: Lessons and Challenges". 

OECD Journal on Budgeting. Volume 5- No.1: 127-151. 

Department of Public Service and Administration. 1997. Managing people in 

the transformed public service White Paper on Human Resource 

Management in the Public Service. Pretoria: Government Printer. 

Doherty, T. L., Horne, T. 2002. Managing Public services - Implementing 

changes - A thoughtful approach to the practice of management. London: 

Routledge. 

Donnelly, G & Konopaske, I. 2006. Organizations behaviour structure 

processes. New York. McGraw-Hill Irwin. 

Erasmus, B. Swanepoel, B. & Schaik, H. 2009. South African Human 

Besource Management for the Public Sector. Cape Town: Juta. 

Fox, W. & Bayat, M.S. 2007. A guide to managing research. Cape Town: Juta. 

Grobler, P. & Warnich, S. 2006. Human Resource Management in South 

Africa. London: Zrinski D. D. 

Fournies, F. 1999. Why employees don't do what you want them to do and 

what to do. New York: McGraw Hill. 

Hale, J. 2004. Performance-Based management-What Every Manager Should 

Do to Get Results. San Francisco: Pfeiffer. 

BIBLIOGRAPHY 61 



Hartle, F. & Weis, T. B. 1997. Reengineering Performance management, 

breakthroughs in achieving strategy though people. United State of America: 

St Lucie Press. 

Houser, R. 2009. Counseling and educational research: Evaluation and 

Application. Boston: SAGE Publications Inc. 

Kearns, P. 2000. Measuring and Managing Employee Performance. Britain: 

Prentice Hall. 

Keats, M. D. 2000. Interviewing a practical guide for students and 

professionals. Philadelphia: Open University Press. J 

Kvale, S. 1996. An introduction to qualitative Research: Interviewing. United 

State of America: SAGE Publications, Inc. 

Latham, G. P., Almost, J., Mann, S. & Moore, C. 2005. "New Developments in 

Performance Management". Organisational Dynamics. 34 (1 ): 77-87. 

Lawler Ill, E. E. 2003. "Reward Practices and Performance Management 

System Effectiveness". Organisational Dynamics. 32 (4): 396-404. 

Leedy, P.O., 1997. Practical research planning and design. Upper Saddle 

River, N.J: Prentice Hall. ./ 

Letsoalo, M.S. 2007. "An evaluation of the performance management in the 

public service". http://ujdigispace. uj .ac.za:8080/dspace/bitstream/1 0210/3063/ 

1/Letsoalo.pdf. Accessed on 16 November 2010. 

Grobler, P. & Warnich, S. 2006. Human Resource Management in South 

Africa. London: Zrinski D. D. 

Maila, H.M. 2006. Performance Management and Service Delivery in the 

Department of Water Affairs and Forestry [DWAF]. Master Dissertation. 

Pretoria: University of South Africa. Unpublished manuscript. 

McMillan, S. & Schumacher, S. 2006. Research in education: evidence­

based inquiry. United State of America: Pearson Education, Inc. 

BIBLIOGRAPHY 62 



Mazibuko, C. 2009. Teacher forum: Condition of service and service benefits. 

Presentation at GDE. Pretoria: GDE. 

Meyer, M., & Kirsten, M. 2005. Introduction to Human Resource 

Management. Claremont: New Africa Books (Pty) Ltd. 

Mitchell, W. K. 2005. Research methodology. South Africa: Oxford University 

Press. 

Mmapulana, E.P. 2010. The city scorecard for effective performance 

management at the Johannesburg Metro Council. Unpublished master mini­

dissertation . Vanderbijlpark: Vaal Triangle Campus, North-West University. / 

Mwita, J.l. 2000."Performance management model: A systems-based 

approach to public service quality", International Journal of Public Sector 

Management, Vol. 13 (1 ): 19- 37. J 

Nel, P. S., Kirsten, M., Swanepoel, B. J. & Erasmus, B. J. 2012. South African 

Employee relations. Pretoria: Van Schaik. 

Pieters, M.A., Neuper, L.A. & Kruger, S. J. 2000. Human resource 

practitioners. Cape Town: Kagiso Education and CCDD SA. 

Pfeiffer, J. B. 2000. Aligning Performance Improving People. Systems. and 

Organization. USA; Danny Landon. 

Plooy, G.M. 2002. Communication Research: Technique. Methods and 

Application. Lansdowne: Juta & Co. L TO. 

Rahman, S. & Bullock, P. 2005. 2Soft TQM, hard TQM, and organizational 

performance relationships: an empirical investigation2. International Journal of 

Management Science, Volume 33: 73-83. 

Robbins, S. P. & Coulter, C. 2007. Management. Ninth Edition. New Jersey: 

Pearson Prentice Hall. 

BIBLIOGRAPHY 63 



Roberts, R., L. 2005. The Relationship between Rewards, Recognition and 

Motivation at Insurance Company in the Western Cape. Unpublished 

Masters Dissertation . Cape Town: University of the Western Cape. 

Rogers, S. 1994. Performance Management in Local Government, Longmans, 

Essex. ./ 

Roos, W. 2005. The relationship between employee motivation , job 

satisfaction and corporate culture. A Master dissertation. Pretoria: University 

of South Africa. 

Salem, H. 2003. Organizational Performance Management and Measurement: 

The Lebanese Experience. Beirut: Economic and Social Commission for 

Western Asia. ../ 

Stanford, R. & Jupp, V. 2006 Data Collection and Analysis. London: Sage. 

Struwig, F. W. & Stead, G. B. 2001. Planning, Designing and Rreporting 

Research. Cape Town: Maskew Miller Longman (PTY) Ltd. J 

Swanepoel, B. J., Erasmus, B.J . & Van Wyk, MW. 1998. South African 

Human Resource Management. Cape Town. JUTA & Co. Ltd. 

Van Rensburg, G.H. & Alpalsam, A 2009. Research in the Social Science. 

Pretoria: University of South Africa. 

Weiman, J. C. & Kruger, S J. 2001. Research Methodology for BusinessaAnd 

Administrative Science. Cape Town: Oxford University Press. 

White, J. 1993. The Phoenix Agenda; Power To Transform Your Workplace. 

USA Oliver Wight Publications Inc. 

Walters, M. 1995. Performance Management Handbook. London: Institute of 

Personnel and Development. 

BIBLIOGRAPHY 64 



GDE CIRCULARS 

Gauteng Department of Education. 2010. Circular 38 of 2008. Date: 10 June 

2008. Service Benefit: Medical Aid. Pretoria: GDE. 

Gauteng Department of Education. 2010. Circular 2011. 64/07: SA- Senior 

Management Service Circulars, Remuneration Policy, Employment Practice. 

Performance and Development System. PMOS cycle. Pretoria: GDE. 

Gauteng Department of Education. 2010. Circular 61/2006. Implementation of 

the Performance Management and Development. Pretoria: GDE. 

Gauteng Department of Education . 2010. Circular 39 of 2008. Date: 10 June 

2008. Service Benefit: Housing Allowance. Pretoria: GDE. 

Gauteng Department of Education. 2011. Circular 64/07: SA- Senior 

management service circulars, Remuneration Policy, Employment Practice, 

Performance and Development System, PMOS cycle. Pretoria: GDE. 

Gauteng Department of Education Circular. 2011 . 61/2006. Implementation of 

the Performance Management and Development Scheme for Office-Based 

Educators. Pretoria: GDE. 

Gauteng Department of Education. 2011. 31 March 2002. Strategic Plan for 

2003/4 - 2005/6. Pretoria: GDE. 

Gauteng Department of Education. 2011. Conditions of Service of Research 

and Non-Academic Staff. Pretoria: GDE. 

Gauteng Department of Education. 2011. 2009/10. Annual Performance Plan. 

Pretoria: GDE. 

Gauteng Provincial Department of Government. 2011 . Performance 

management and development policy. Gauteng Shared Service Centre. 

Johannesburg: GDE. 

BIBLIOGRAPHY 65 



Gauteng Provincial Department of Education. 2011. 2009/2010. Performance 

management and development policy: Learner guide for 2009/201 0. 

Johannesburg: GDE. 

BIBLIOGRAPHY 66 



GDE ANNUAL REPORTS 

Gauteng Department of Education. 2009. Scheme for Office-Based 

Educators. Pretoria: GDE. 

Gauteng Department of Education. 2010. Annual Report. Pretoria: 

Government Printer. 

Gauteng Department of Education 2010. Conditions of Service of Research 

and Non-Academic Staff. Presentation on 08 July 2010 at Stellebosch 

University. 

Gauteng Department of Education. 2011. Annual Report for 2009/10. 

Pretoria: GDE. 

Gauteng Department of Education. 2011. 2009/10 Annual Performance Plan. 

Pretoria: GDE. 

BIBLIOGRAPHY 67 



ADDITIONAL SOURCES 

Department of Public Service and Administration . 1997. Managing People In 

The Transformed Public Service White Paper On Human Resource 

Management In The Public Service. Pretoria: Government Printer. 

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

Government Printer. 

Republic of South Africa. 1997. White Paper on the New Employment Policy 

in the Public Service. 2nd Draft October. Pretoria: Government Printers. 

Republic of South Africa. 1997. White Paper on the New Employment Policy 

in the Public Service. 1997. Pretoria: Government Printers. 

Republic of South Africa. 1999. The Public Finance Management Act. 1999 

(Act No.1 of 1999) (as amended by Act No. 29 of 1999). Pretoria: Government 

Printers. 

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

Government Printer. 

Republic of South Africa. 2001. Public Service Regulations Government 

Notice No R441 of 25 May 2001 . Pretoria: Government Printers. 

Republic of South Africa . 2001 . Public service regulations Government Notice 

No R441 of 25 May 2001 . Pretoria: Government Printers. 

BIBLIOGRAPHY 68 



WEBSITE SOURCES CONSUL TED 

About. com. 2010. "Managing Day-to-Day Employee Performance". 

http://humanresources.about.com/od/manageperformance/Managing DaytoD 

ay Employee Performance.htm. Accessed on 15 November 2010. 

Adams, R. 2007. "Work Motivation amongst employees in a Government 

Department in the Provincial Government Western Cape" . 

8&p=managing+employee+performance+in+the+South+African+Public+Servi 

ce&xa=DRZfMEs. kuuBzZN5xptXDA--%2C 1289989706&fr=yfp-t-701 &u= 

Accessed on 16 August 2010. 

Answers Corporation. 2010. "Employee Performance Appraisals". 

http://www.answers.com/topic/employee-performance-appraisals. Accessed 

on 16 November 2010. 

Cardenas, H. 2012. "Theories of Employee Motivation to Increase 

Productivity". http://www.ehow.com/list_7430869_theories-employee­

motivati on-increase-productivity. html 

Carter McNamara. 2010. "Field Guide to Consulting and Organizational 

Development. Performance Management: Overall Goal and Basic Steps" 

(page 164). Authenticity Consulting, LLC. http://managementhelp.org/ 

perf mng/overview.htm. [Online]. Access on this date 2010.10.04. 

iWise2 eBusiness Limited. 2012. "The Fuel of High Performance". 

http://www.iwise2.com/motivation. Accessed on 19 September 2012. 

Lots of Essays.com. 2012. "Motivation theories and employee performance". 

http://www.lotsofessays.com/viewpaper/1712276. html. Accessed on 18 

September 2012. 

Managementstudyguide.com. 2012. "Motivation Incentives - Incentives to 

motivate employees" . 

http://www. managementstudyguide.com/motivation incentives. htm. Accessed 

on 12 September 2012. 

BIBLIOGRAPHY 69 



APPENDICES 

APPENDICES 70 



APPENDIX A 

LEGISLATIONS REGARDING PERFORMANCE MANAGEMENT 

IN SOUTH AFRICAN PUBLIC SERVICE DEPARTMENTS 

The following legislative mandates are applicable in South African Public 

Service Departments regarding performance management 

• Constitution of the Republic of South Africa, 1996 (Act 108 of 1996) 

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. 

iii. Public administration must be development oriented. 

iv. Service must be promoted impartially, fairly, equitable and without 

bias. 

v. People's need must be responded 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 South 

African people, with employment and personnel management 

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 management 
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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 the 

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 abil ity. 

• Employment Equity Act, 55 of 1998. 

Employment Equity Act, 1998 offers opportunities to all employees to be a 

part of the performance management system despite colour, gender, race, 

ethnicity, and creed. 

Employment 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 appraisals 

to all staff members. Such appraisals will be used to determine the training 

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 monitoring 

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 

management. 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 carry out their duties. Managing performance is 

therefore a key human resource management tool to ensure that: 
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Employees know what is expected of them. 

Managers know whether the employee's performance is del ivering the 

required objectives. 

Poor performance is identified and improved. 

Good performance is recognised and rewarded . 

5.9.2 Performance management is therefore an integral part of an effective 

human resource management and development strategy. It is an on-going 

process, in which the employee and employer, together, strive constantly to 

improve the employee's individual performance and his or her contribution to 

the organisation's wider objectives. Since the performance of every employee 

contributes to the overall delivery of the organisation's objectives, it follows 

that the performance of every employee should be managed. The 

performance management procedures may vary from one group or level of 

employees to another, depending on the nature of their work. For example, 

the procedures may include group assessments and peer reviews, as well as 

the more traditional annual written report. Whatever the chosen methods, 

however, the following principles should be applied : 

Results orientation 

The employee's performance should be assessed on the basis of a work plan 

covering a specified period, setting out clearly his or her responsibilities and 

the objectives to be achieved. These objectives should be expressed in terms 

of outputs to be delivered within a given timescale, and should include 

personal development as well as operational objectives. The work plan should 

be mutually agreed between the employee and his or her manager. The 

assessment process should include both a written assessment completed at 

no less than yearly intervals, and regular discussions during this period to 

monitor progress and take remedial action where necessary. 
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Training and development 

The performance assessment process will help to identify strengths and 

weaknesses, and the interventions which are needed to deal with these, 

including the employee's future training and needs, and other developmental 

interventions such as career counselling, coaching and mentoring. 

Rewarding good performance 

It is important to recognise and reward employees who perform exceptionally 

well, and whose skills are particularly valued, in order to encourage them to 

maintain the high standard they have achieved, and to encourage others to 

strive for improved performance. The most obvious way of achieving this is by 

awarding incremental increases in pay. The development of new 

remuneration systems within the Public Service will include provision for 

systematic pay increments based on performance. 

Managing poor performance 

Where performance has not matched the requirements in the work plan, the 

assessment, both written and verbal, should be focused on identifying the 

reasons for this, and on reaching mutual agreement on the steps which need 

to be taken to effect improvement. Such steps may include interventions such 

as career counselling, coaching, mentoring retraining, developmental 

opportunities and re-deployment. If the desired improvement could not be 

effected, dismissals on grounds of inefficiency can be considered. 

Openness, fairness and objectivity 

The employee should be given a copy of the written assessment, and be 

given the opportunity to comment on it. The employee has the right to appeal 

against an assessment that he or she believes to be unfair. The reporting 

manager's written assessment should be reviewed by his or her own 

immediate manager in order to ensure that reporting standards are objective 

and uniform. 
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APPENDIX 8 

Employee Performance Management Cycle at GDE 

Figure 2.1: Employee Performance Management Cycle 
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Source: Gauteng Provincial Department of Education. 2010. Circular 64/07:2009/10. Pretoria: GDE. 
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APPENDIX C 

Rules and service benefits regarding home owners, tenant, 

and state housing at GDE 

Rules and service benefits regarding medical aid at GDE 

Service benefits regarding service bonus at GDE 

Various types of leaves at GDE 

Benefits payable by the Government Employees Pension 

Fund 

Source: Department of Public Service and Administration. 

2012. Salaries and Benefits in the Public Service. Pretoria: 

DPSA. 

APPENDIX C 77 



)> 
"'0 
"'0 
m 
z 
c x 
0 

"" co I the dpsa 
Oer;arb1:en : 
P:..: bit~ S11 :·V.:~'> ~i.l:d 1\'..irr ;;, ir.k:?.::c;n 
R!<PUSLIC OF SOUT~ AFRICA 

~ 
~ 

WE;$t;I.,.Q~ 

r-r.~ 
~ _...., 
~ <:,U1;- "'.:: S"'~!J~ 

the dpsa 

l~. ,~ 
t ···"' .. 



)> 
"0 
"0 
m 
z 
c 
>< 
() 

-.J 
ID 

~1; -

'
~·ti~,; 

Ill 

th;: d~sa: 
-~ .... f ..... 
S~M~r:".~~~ 
;:l~ :l;:t~ &t~~~~ 0111•! A<J·~l' ~h'.:i,'l;::;'"' 
Pk.>J;~-:.It.' o:: ;;~'l'l,J 1\:t"P.!C.o\ 

lntrod(Jct.lcn 

1. Gener<i annual adj\Jstments 

1 .1. S<Jiarie~ and p<)t:;n;',a! package> cf t:mployt-es 
on sa:a:y lEvel~ 1 to 1 0: P;.:bhc SerJice Act 
appolr'ltEe-~ 

1 .2. Guaranteed tot a! pack~g<:s of cmp'oyees or< 
s~~ary Levels 1 J and 1 ?.: Public Servic~ 
appointees 

2. Cc:wpotion speciflc dispensation for ldentmed 
occup~tiors 

j, 

4. 

<;_ 

6. 

?.:.Nurses 
2.2. Ei5t:catws 
:?..3. Legally quaHf:ed err.ployees 

Pensior, benef~ts. 

Me::lical baMfrt;; 

Housi'l\) b<.Yt:.lf~~~ 

S:;PJi<.x bunu~ 

7. 

3 

$ 

6 
7 
"j 

9 8. 

14 

't 7 

1{3 

9. 

!~~ (-~ -~~ps~ 
:;>::(.~-~-;~ 
~'\•,"'••..;: ,......:r. ~ "• "~ 6,1·,,.~.,, ~1-- •,{•~ 1 
lU:P~t:iU~ ·:X. ,$;:.tJTH )..;:RI!'; .. _ 

L.e:::ve dis:Jensatim 1!) 

7.1. Annual le<!'/e 19 
7, 1. 1 . 8er:ef;c:iane5 t:f !enve payout l!l th~ ever.t 

cf death .20 
?.2.. Norm~! sick lea•;e 20 
7.2.1. Accept:once of medl-;;<;1 Ctf' tihcates 21 
7.3. Tempcrar1 incap~citv le<Jva 22 
7.3.1. Acceptance of medical ce:tifle<1tes 23 
7.4. l.&cwe for cccup:;;tio'1~1 injurklll and disc;'lMS 23 
'710 Maternity leave Z3 /,;,:), 

7.6. J.\dont!on leave 2:3 
J.l. F;am~ly resJonsib'lity !B~Vf' 24 
?.E. S;.mcial!e;ave 24 
7.9. Le<:ve for Off1ce B~~~ t=r~ f.}:· Shop Stewi;(rd-s cf 

recogni~·d Employee orqanizations 2·~ 
7JO. Unp;oid lee.ve 2.4 

Wo;·king tmE! 25 

8.1. Averaging of hour;; of wmi< 2S 
8.2. Compensation for ord:r:ary wock !:;erforr:wd o~· 

u SL<l<ei<•Y ~nd/vr fJ~'b: i~ holiday 25 
8.3. Nlgf•t work in the ?ub!:t Service 23 
8.4. Overt:me \Vor{t 26 
8.4.1 . Tt-:~ p3yn-.~mt :a~e cor ove~;im<o L~G 

Rel~;v~r.t te::ephone numbers ar:d website' for fur~he;· 
in :~ot~riatfcr~ 2l 



)>' 
"tl 
"tl 
m 
z 
0 x 
0 

co 
0 

.•:.•.,• .. : . .,·.·· ..... 
~~: ·::. ; •t: ; : :- .:::;!: 

h~.: d~s-·a~--
:::·::-:···· 

;:':.:.::·::· 
~-:-·!':.l:r.:o.~n: · ,':'':;:··· 
.t-:l;: ~·~·l~;,. ~r-::: A:J:r.l,,;:-,'ir;:~::!.l:~ 
e:~c:.j·:Jt a~ .tour~ .o.~~ICA 

·.· ... ·<-.;::::.:· 

booklet on Salaries and benefits in the Public Service 
developed with the intention of explaining further the 

ies and be=1eflts government is offering to public servants. 
ugh the 2008/09 salary· adjustrrents, government has tilk<Or. 
·unt of all its !:.pending prbrities, i::cluding social development, 
essing crime iss~;es, infrastructure investment ar.d better 
ice delivery for the communities in the pursllit of a better llfe 
11l. In the midst of all these priorltles, fJOvernment has come 
dh a comprehensive remuneration packi3ge that is prudent, 
ard looking aJnd paves the way towards improving senAce 
eryandpublicserviceperformanceandatthesamet.ime.,ensuri::g 
ovcd conditions of service for all public servants. 

principles underpirrning the 2008/09 s<.;lary ac'jus;:rr:ents to 
;>wblic servants include the tollowing: 

general sCJi<Jry increase$ that keep pace with inflation so 
th8t the buying power o7 public servants is not 
cornpr·omiscd ar1d additional increases that are linked to 
performance and service del1ve1y; 
the attraction a:1d retention of skills in the piJbiic 
service thm._;gh the introduction of occupation spedflc 
dispensation (OSDs); a::d 
growing the C<lpadty of the StatE": throw;~h job creation. 

housing allowance wil:, once fully implemented, increase the 
y fo1· the lowest eamer in t!1e public servrce by appt"O>:irnotely 

'· 
1ermo~e, employees further benefited \Vith regard to the 
•duction of the housing a!lowancc and the free medical cover 
le Sapphire Option for employees on salary leve11·5 •Nho are 
1b~rs of Government Employees v!edica! Scheme (GEMS). 

·~ the dpsa 
~~;.p:·!~b:i".~ 
~·u~~il~ ~tNi:.»-: .'::•;: A~::f~o~:~ . .!f·~~~·:. 
,1\:I:~:.J~LtCCf' 1!-::0Ui'-41J":!QCt. 

In terrr.s of the multi-term agreement, Government is of the view 
t.h;3t it ls benefK:i<:l for both the employer and the emp!cyees, as 
ic dea!s with the package of benefits for p:..;blic serv·ants and not 
only salary adjustmerrts. 

A multi-te:m wage <~gr~ement brings <Jbout (;t<Jbility in the 
planning for personnel expemf1ture, whiie e:1suring that ptbiic 
servants receive rea1 wage increases or at h:~<,st inflation 
adjustments on their income. 

u· 



)> 
"'0 
"'0 
m 
z 
c 
x 
0 

co .... 

General armual adjustrf',;mts 

Tbese !'Jener~l anrtuai salary ildjtJs~ments irJdudc the 
cost-of-living adjU$tmer.t, <.<rmual pay pmgression and 
gmde progression. Employ-ees CfJalifY for pay brcgression 
ba5ed on satisf~c.tory perf(;fmllnce, Grade progressf:on wili be 
;,wan:lmJ to qualifying employees in terms of t!1e specific 
On:unation Spaciflc Dis;~ensat:orl. 

!he purpose of the annu;'f! cost-cf-liv·ing adjustmer;ts is. to 
preserve thtl b~;ying power of the employees, in order to 
!>!!1Slil~ that their salaries ace r.ot eroded by infl;Jtion. 

:11e prmtailing W<lge agreeme!lt provides for an adjustment 
<:RP-<:.tive from l July 2008 b8sed cr, projected CPI-X fot 
the pe~:cd 1 April 2008to 31 l<!arch 20:)9, plu:; an odctitional1 0,1! 
real irH::rease. 

Salaries am.l pot~ntiill tctal pa:ck.ages of employees on salary 
levds 1 to 1 (}; Public Service Att: Elppointees. 

Em;:-,k:•yees io tile Public: Service qwalify for -a gu;mmteed 
package th:.t incltJdes hsic .sai<:I"J (notch), tllo armusi 
servke bor'lus (1 /12. o'f bas<c salary) <~nd the Employ·er 
contribution b the Govemment E':mpi'ayees P.:msior~ Fund 
(GEPF}. 

Thtl guaranteed ar1d potential packages are outl:ned in the 
table (next page). The limOClnt:; are rt:flected in Rands per 
annum. 
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L?_ (~F~;1n~ntred ·tot~~t fl~tk~Lt(~~; of '~:'nflloy<?.f~S (:n ~;;:J~ry lt:,'.!ef~ 
11 and 12: Publ:c Service Act appointr,es 

[~;j~;t,j~~~f~~~~~~ 
~- 1"/. ~ r~::·~~():o:- i ..:~7.t4$ 
: I• 

t ................ ~.J.~~~~~---------·-·i_. --------~~:~::. _________ ~ __ , .... " .............. ~ .. 
ir* These packages ~!reEdy include r.he t:ene1ts referred to cbove 

tor emc:oye~s on salary levels i to 'D, i.e. basic salary, 
llr.'lployer's mnt-::ibt_,tim:, tn thr" GF.fJf' ?.td ?. >'lexibl!i! po•tinrc. 
t.:rnployees ~te perm:tted tc structure these packages w!t!-:i;"~ 
.:er~ain p<orameters, i.e. empk·yee~ on ~akvy iev~:'~ '11 and 12. 
h:;·,e ;,choice between, 75/76 (se:.: 1) or 70 (Se;: 2) pensio~ab1e 
income. The Rexible po1i:ion n·.ay be stwct~red a~ follows: 

.!.. milximtKn cf ZS.% of totat package fer ca~ a!k:war.cs; 
:Vedica: ccntrilluUon in :Jne with the tax caps determined by 
tr:e Minister cf Fin.=mc€; 

• 13th Chequr; .r~~rvice bonu~) ~el!culated aS 1 /I Z of the 
Cjs:ic s-:tb:y; · 

• :.lm;5i'lg ;,l:owanc.:e- L<ny ~mount; a~1d/or 
~ Non-r,er.siomble Cash a11owance - any amotll'lt, ncrrnai!y 

the b~lance oi the flexible portion tililt is not st~uctured 

~~r~~~~w~~j~~~l$~~!~~~~lim!f.i~ii!J;~it:i~Ul~:f{t:~i:f;r:~J; ]:::r 3 

Examp:es !:>f pack<>ges d pc~bl:~ setv~o;s: 

Thi~ mt:«ll~ l!J&l the L{.lLi:ll po:!llltlal packor-Je fc;r ~ • 

d1e Jps~ 
:.':I:,:Ol:tl\\~.~~: 

~•1:.0l i.-:. $u\o~(:i' ~~'d :....:~·t.l,;•;·.~i~Jir.·; 
~Pl.l~ .II"; VJ= ~I:'MIH;. ~~CCA 

• Cleane" graded on Sillilry level 2 rar:ges tetweer: R90 081 
to R96- 08'1 p0:- ::anum- th;J b~nelit~ constitute 47% te> 
49% of che po:ent:al p:;;ckzge 

• Sc!err~:st graded or ss!3~'Y ta·vel 'I 0 ranues between H2!::! ::> 
978tc R338 4,~6 per amum-tht: brn<JfltBCOI:stitute ~59-f:. 
to 27% of the potentlal package 

• Lsbournd~tions sp~cia~st graded or. salary le-.-e: 12 range~ 
betwe~n R407,745 to ~472,758. This is;; total package 
in M'ddle Ma~!agem~nc Ser.-'ce. 

4 · = ··.=:::;;1;:;:~;~!~~ r~~~:]if~:r~:;~j~~~iJ~~!~:;.;~J~~j~Jill~1~T]f!1ru~~~~~J~J11 
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2. In Qrder to snabll-; gr>vf>rnrr...,nt tn r<~•~n,it ~nd ro?Uin 
prof%siona!s, tr,e wage ~i:jree<lt!nt pr,-;v<rl"'-'· ~m(lng$t 6thers, 
fr.;r the developrri!mt of occupE:·:'ln~l ·'f}llrmr.: d!spensat1ons for 
!dentif;~1d categories of staff. 

The OSD.o ;>re underp1n:led by th~ ~ol:cwing core 
principles: 

• Unrque szlary structures )')llr xt.up;'ltir:-:; 
,. Salariec cf ocwpational c~te~mies wf:l. wherf:' 

r~ecess<.ltY, be aH;:med tc the n~arket; 
• Centra!iy det~n'!lit1ed gr<lding str.Jr::lmt'< ;:md hrood job 

proflies; 
• Adeqt.:ate ·:are~r p~tr:intl (1pportunitie~;, wh::r:h 1s ?. 

forwilrd bokirg plan to s;stematically i:1crezse satarles 
of public servants after pre-deterninec ~eriocs l:::a;,r;:J 
(',n .spe:ific crite~i~ ~w.:h ~s perfcrntmc!l, quali'icatk>n, 
.s:cc~e of 'Nork, e~perience. etc.: .a1d 

• ?~y PtoQress'or: within the sa'ary band and grad:> 
progression 

OSDs for al! the c3tel;)ories of Nurses, Educators a11d Legally 
qualibd employe~s have alr2adv bee:1 implemsnted. 

r~aK~I!~~}tf~~~t%)%If;}m:11iilJt~mt!:n;~~r\; ): }) s 

? . 1. 

.:~. 

ti:~ ¢psa 

Nut sf!.~ 

ThF- ":''()~ft.r~r.. c•f a Prof~ iS 1:-:1~l Nurse k· ~ Gerreru! '!,··8rd 
{nt;rrna! pador'n~r) it as f:;tl;o~-t..-s irl tems cf thoz· W1~m~e 
r~muner~~:o~ structur.;l and pr·ogre~slor~ opp<>ft«nltl~~ :n 
tf!rm~ of thee osn: 

1~~.~.;;~ f 1Z.' ,, .. ~~ 

::··:~~~=~~:::::~:::;--·-r····-------~::·:~i 

The posrti.m-.;s of a Froft~~;~ion;J; ~~·l tr~e in ~r: lde;"'ltr-n~cl 5,::.-ada.lt·y' 
ward or a Prima:y Hr<::JI''1 c~"'" Nl;r~'" (ncrm;a' pe~fo:m&'} :ar« ;;s 
follows :r, terrns of th~ uniquP. r·l'!m:rnE,r·<•tion >tn;cture and 
pmgression cpportlJnit:es lr. tflm,s .~f th<! OSi}: 

6 
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~r2, [ducat<l<"s 

Thi> (:·::>~iti.~r> d ;n Frlllf.'M.or (M+4)) \MW el'ltr::l!'1t) k :1~ 
follows ~n terJ"ls of the wniauc remur.cratian ~tructure of 
ilieOS~ . 

2.3, .. f.(l?.ll/ qu:lftft~rl flmp:nye;BS 

The pEition of a Stnio: Assistant StJte Actor~ey (r:ormal per 
'orme·) is .as fellows in terms cf the uniqt:e r~ni.'i'\eration 
strLl~ltm> ;md pr<.>;}mssict< op_~ort';nities ir. terms of the OSD; 

10 ; ::0~-~s:; ~-:r:. 4.i:S ttQ.UJ:_ ~t~:~ll;J 
:......---~-,.·~~~~~~r··w-·.-.·-~~-~-·~·~;;~~.;~;-·------------~~w-:;~;-;;;;-;;--·-· 

3•:· 

~~t~~~if:§i~~~f¥.rtl~:mm~1i*li~:liti:1~~r~:;g:;:!!;:~r:i;i : ~:_ :: :~;~~- 7 

r.hr; d~s~ 
:;~~~:-;\ : 

Total pa:k<~ges of le~v;l 05tl 

Th~ ~osition af ~ Pri>1ci;:;,~l StH~ Law Adv:sor ( n-~rm;;;l perhrrner) 
!s il$ folloW$ i)"1 tc~rr.s of t.h-r; un::quG- mm:;nerat1on s~n.Jctu:-e a:1c 
pmgres~:on oppon:unl:::es !n tem1s :Jf thE OS:J: 

A nc,w ted -><:l~ry J:2tkag<- (70/30) split wc:·s introd~ced for 
:•;g~lly q''"'M'"d ~r~p!cyees. E:mp:oyo:e5 on SM$ lev~·ls who we,-e 
trunsl<t-:Jd to th-~ OSC, ;,-a~tsiat,:tl to <:h!) new 1'0/ .31) tot~ I salarv 
~>a~:;bges, oi wh:cn the 70% ccr.stftutes pens':or,ab!f: salary r.d 
th<l 30% is the flext:Jie poctio:"l. 

s 1::: ;:;~ ;:~::;1~r:rt;i;;;/s%.:M~:m:~ml1ill~mml~m~~~]~~;~m~~~i-1 
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3. 

3.1. 

3.2. 

3.2.1.. 

3.3~ 

PBJSJQ~J 15EM:HrS 

.A.H public service <>mployccs ''ppoin:cd o~ permrment basi~ ac;, 
r_?cr~ i ~ad as ~- c~~clitjcn c·f &?rvl~c .. to. ~c·:~.me rn:mber:s of the 
Covecnme~t :.rr.ptcy"e~ P~nston F:Jnd (:,EP>";. 

Cor::tJibution rates: 

As at 1 l\pri! 200~, t~"' Stat(l'sconttib>ttion to the G17Ff w:Js set 
at :: 3% lor C:'.~l iie!v~nts and : 6% for wn:f.ormad ser;ice 
employee~. In retL'I'f1, rr:er:Jbet·s (err;pk;yees) contribc;te ?.S'i'i: of 
their monthly petlsionabi?. sill a::{ t::.: the GEPF. 

fl<nd [{enef1ts: T!-:e Fund provide:; becr:;ftts on; 

e R<'ltir"'m"nt. 
• Resigf>aticm. 
• Dflath: or 
• D:'s~harge. 

3 J. 1. Th~ b'lol'.::n9 benefiH are p~y able by the GEPF: 

0 I·Jormai rr.tirmne~t: 

for rr:embers o1 ri:e GEP;- n1xmal ret1ren;ent ag~ i~ 60 
''t:'w" :Jr:l;;ss the m;;Hnbtl"S employment wm:ract or iaN 
gttV<:)t .~ing the e:T:piO)'Hltnt'. StiflDiiitES Othe!V/~S.ll. 
r~orm~t :--etf:-ees v:..·Jth j~ss tl'lGI~ ter;. Y~?.i'S p~:;:!l~ion::.!.>e 
se-rv·ico rt~caiv~ ~ h.imp ~urr. cash bc;.r.~ht {grat~ity) 
e~ual to ~he me·!·,;b.,to' a:::~ru:.i intere~t :r1 t'1·~ Fun~. Filr 
•·Mlcf\»S w:,th tN• or more yegrs of penslor,able y~ar;; of 
ser.:ice, a Qrawity 3nd;; mr:n:hly pension {;;;nnuity). 

Ear.y ret rement: 

UrdN wr~air1 c:rcumstanc:es :r. tem">~ :Jf the Public 

~il.!~~tf:1@~~~J1iJ~ft1ill~~l~~~f~!J~J!i~itWt~i!;;~:~;r;:::;~::.~:;· : :;;: 9 

~h~ dps¥-~~· . 

Setvlce Act 199L~ Q~~ amend€d, met-1be.rs may r.~t!'"e 
e:<rly before their no'm~: r~ti:·er:ent <lg~. An earf:y retinHl 
·..vl'h les.; thai tan yei'lrs pe:tsionaole servio receives a 
;JI~tu:Ly equ~l \·:; the retiree's ac:..~l:3nal :nt~rest in the 
=w1lcl, for early retire~.~ w't~I t.en o:· I'll):'(; yea£5 of 
~cns;cnobl·~': serv· ce) a:r.nuiti~5 ~r'ld grctu:Hes ~it; 
·~ab;bt~d ::.c:orci!ng the 5<~(:1(! form:Jla used f~r r:O''l"lal 
retire~l~r,t, 1Mt:h 3 reriuc~iDn of :'l thir~ d @e perc·Jnt for 
~ach month r:~tW~P.~ tlw date.s of early retirement and 
normal ret:r;;me~~-

Nri: \-ea.'s of p~:.'llsionab!e seovicff will b~ mcre;;sed ty 25 oc>rc:;~n.: fnr 
each year of pensionable service after ten years for rnemb~m of tile 1.7-
t'elii&<mce (!VIA/SASS), Sm:ret Se:vice, unlf:;.ot·tmd m:;mbe.'s or tht South 
Afrtcan Pot!cc Ser/io:.· (",SAPS)~ the ~~;our/'1 At.~:t:t;·n N:ationai Def'enca fotc·e 
(SANDF) <!nd Ci1n!1c~iona; Sen/::es. 

Vi1if£..)rtnod rr~ernbe.rs o.f th~ S.4l\1DF und~r the age u{ 3S y~~o~, wif! ;--e~ei~..,e 
:; gr,-:rrutty lncre3~r..:.d by !-Y! additional 12 prJ.r;ent at retfr~1rcnt. 

.. 

• 

R"·'irJnc'il.it~n~ 

:>.. nerr.!::er is ilnti:led to rece've a lump ~u:n ~~sh be:.eflt 
on resignati~· r: cr if di~-.hargr:JCI ctue to m scondw.:l 
o~ illness c-r hj~r; caused by t:~e membr:r's o\\'fl doing, 
Th~ ber,dltS are ·:leterrni~d by a presuited formuh. 
;\J~~mat:v~ly, upo;; !<l5f',jn~ton or discharge, 2 memb~r 
r.1ay r;hr;ose to ::·a:;sier t1is/her b~nel1ts to a:-> ap::>roved 
ret'r~;ment fund. 1~ :his case, th€ F:Jnd v:m tr:;r,sfer t~.e 
~a:;;h n::~:gr:i'Lion b~rtef1t plus an:r ditfenmce tet.vee!'l this 
bt~~~eft ;md the actuari~l i,;ter~st L·~ U·1c dpf;roved 
reti~ement fJ..tnd. 

D2?.th in ~er'\.:i~~: 

Or, dea:h of the :n~'r,benvhl:= in >ervir.P., thll ~.tnd p:Jys ·for 

Jo>T'::cn;::..;~8S@m:m~~mffiw~~~ 
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a lump sum depending on whether thE membEr's 
pensic:'1 able yea~s: C·f se1Vk:e is la;;s cr ~ore tha'l tN'I 
yesrs. If the dec:ellQ<?d r'lemoer n;;s a ~pcu>e, and his/ 
her pe:1sion<lble 3e:rvlcc is at Jezst ten yee,s, the;- spQU:>e 
w :1 r e·;dv~ ~ :;pQu:;e's <wnuily ;;qud to lial i u·ro;o <>t;l :ulty 
tt-.e deceased would ha·,;e receiv~d hac h::/she rH!red c:t 
normal ret:rem-:lnt age, 

'Jeatr. Mter retiremMt: 

::l.et:re:n<:nt ~:muities are guaranteed for five year$ a~'ter 
i:l :r<tol'lber's r~tirerrr~ril. If dea:.h U<;UJJ;~ within thi!i rrw 
y~ar p<::rlo:!, the spoJs~ J: b·2nef:ciar)!lS Yl·i!l f'<Ceive th<:: 
t·alance at tile nve·yea: :mnuity payrr.ents, exduding the 
:omnua: sur.pleme1t In <: cas:1 lump Sll:·r.. !n this ~nstarr.c~. 
thfl ~;pouse win r;,reiv!l annc~ity €lqml ~t' 5(1'% or ?S% of 
the d~tce<lsed's ~~mu:'ty. With e-ffect from 1 )ecember 
2.0C2, the rncmoor hn:; t~c opt1on of lncrcasirlg the 
spous.e's annuity entit!e.Tlen:s from 50% to 7 S·)·t by 
either reduc:r.g ~he gratuity or anr~u::ty. :rh:s option IS 
011:y <MI~Iab~ tc ~ mernbtr who retice:l on (Jf <Jtter 1 
December 2n02 a~d who am entitled to 2r1 ;,;nnuttv. 

~un~ral ~·~ef:ts: 

The fund provides br f\Jror,ral benehtc; ·,.,.ith effe<:.t 
rron on t~,e. death cf a rnerr,ber aM penslcmer 
w11cse pension comrr:erce~i on or ~tter 1 December 200Z, 
ar.d on ·death cf spouse ano eligibie children as fdlows: 
o 117 SGC i~ payablt? a~ the dt?~~t of a f'l(:!rnber. 
o Rl SGO f<. p~<yablt? «t the C:e~th of " pen:;icner 

cr hiclner .::.pot..=;:;c wh:)~-;e ~nr.t;ty cc.r)rr::r;n{o:;:t.:d of, 
r,r ~f::e: 1 f)ecember 2002; md 

o R3 OJQ is pay<~t:le at t.oo de:am ~~f a r:fllld of the 
member or ;:;ens~c.r,~r whose amuiry ccmmen:ed 
en or after 1 Decerr.ber 2002. 

--~W.~f!.~~~~&~!fillt~:1fKWf;f~;~!i!)t.f~r;f::}; )t:I!(.: 1 1 

• 

• 
• 

o NB: The a!:ove beneflts are full;,· tzxP.bh 

OrphQn·'s anr.~lty: 

The GtPf orovides for payr'1ent c~ ::~~CJ.h.~n·;; anr:ulty 
to e igible orphans of pensi·~ners whc retired after 
1 Cecerr.ber 2002 or as a result of a spoused a pensior;;r 
wh~ retir;;d :m o: .,fter 1 Decernoer 2.002 and fer memntl:s 
ln ~eruc~ ~t the'r tim~ of death whos~: fvll p~·ti:ntilol! 
£etVlce p;;.tiod {tme~pired pf.·rioc of scrv~~c) i~ nt 
IMst te>1 years. Should such r.ernbers c:r p\'ln>icloer~ 
pre·caceose ~!'l'!ir spou::;es, orpn~n's arrrru,tie~ wW be 
payallle en the de<sth of spoli:>es le;;v:ng e/ifible crphans. 

liH;e;;lr.h b~'leflts: 

A m;m'lber of the GEP!= l11<W be dischJrged ~t '"~Y 
age as -a re5ult of medical r"M01S. fer ~ ~1errher· wit:h 
l~ss U1;;>11 ten ye4r:;; d per:~{ou;;bl!i se1vlce, are pcid 
a lunp sum c;,.sh benefit onty. f.:~r a rr:em·)~r witl'r 
t;:r; yr'<iWS and more, iil iwmp sum ar:d ar:rwi:y c•lcAatfd at 
~ percentage of the. member's final s.alary an inc~eased 
pNioJ of p,<rir;r! of servic~;. A. r.ernber with !T'Dr~ th~n 
ten y&a:-s d~.d tnore are. .af~o p.~:d ;;ttl ~lr:rtuai 
!i\Jpplc;r,-,o,.,tarr arno;Jnt. 

Othe' typeo: of re<:r-errer.t: 

Members of :he GEPF may be dlsc'largd a;: any aae 
f.-orr: service i1 terms of the fo'lnwhg reawns: 
o tr•<:' •b<.>!ili,~n. r·cldfction. r1lut'Oanis~tiN1 o· 

rt':~t .. uct~~r::ng of the ~c.mbc~:~ po~; 
o to prr:.<rllot~ dfl~i;:,r:t:;>· in til~ d~pa,-m:ent; 
o lr,jui'J c;n duty, and for 
o m'ldir;~ : rea:>rms. 

, z ::-J ??:)~:?%~t;l~;r~;:!~r~~~if~~~~~~i~f~~~:t;~~1I~~~i~ilf.~Jii 
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• E.nh<mcoo bonGI:t.; ~,.e P<.JY.:!bl~ 3s ~ ro~dt o~ d 'Cl<::hMg~ 
d'l!l to ~ny of the above re~sons. 

F;;rther bforr-:>atioo en the aln11~ bendrrE, i:'; obtainal>f<> fmm th~ (.:[_p:c 
cJII centre a:·: (012) 319 1000 or their lli<>bl'itG.' www.gepf.co.Z?. ' 
'V'IA~'lv.g~pf.gov.:!.t~ cr 9m;;ii: enQwhcr;;@gcpf.:co.za for gcnett~l C,uf:,~i'!!~e:. 

•N~l~~l~[~~r~IjJf:I~[~!tWi~i;i;~r?t{iii:;f::JlfY::m~;~:.nii:~i :l: 1 3 
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''!>::DlCAL BE'<E'=TTS 

Th.;, St<te p:,w:~bo; rned:cal ?ss'stance ln a fo'rn o' subsfdles fClr 
f:"n JJ!uye~.~~ in r-~e pubHc ~~rv·lc~ and as ~.ve!! as to re- ~1red 
errpfoy~es who be:on(;; to registered mecical sche~1"s and 
l·<·ho are el~g:ble In terms of the pciicy goJecrli1g post ret ;reme~t 
n;~rjical <!S~Is~~nce. 

+.2. Medical asslst~n~e tor m·service employee;: who Jeklng to ti'J1 
\~wermnen: l:mp!oyees ~1e<iicai Scheme (GB>·lS): 

4.2. 1. The St~t::; pays 75% af the e:l'li)loyee's totr.l mcnthly ,,..,edic'<l 
comributlor. or' any seie::tP.d opicn s'1bject to: 

P:!..::l;..:~ Y.¢:·l1•:·· f,1l!IIJI'-'oJ '.'>!~t".~·~\',1. : :=. t ~ .. , .... ~,\:! _____ . .,,..,, _______ , ......... . 
:;'l'o7,:••;.·" '•''"'''bo!>' •,i·.~. t'~ ~?~r.t:O'<la. : ~ 1 i -~:; 00 

. ····-------·-· ···· ·-·~~<-·-~~--; -~-- ~-· ..... -·-----·-··-- .. 
::-"'1l"..t:..:·l..1t.'>~- ';.':~:- til-~·~ ~:.::..::.:4::..~-~ ~ r.l.R?.~ VG 

"''·-----~---··-·-·-······'·""'··--·--. --.. ··------
:~.,;:~::;::~.: ,\l~--~·~• ..Y.{t: fo:[ 1c:Nr.::;,;-11;S r,.;:; .. ;:-.-:.:~ 

1,.,.,.,.,.,.,._,.,.,.,. __________ , -.-.. ····------.. 

'-.j. free m<:dfcai assistant<"; 

L.3.1. Employee:; whJ belong cr j.)!r GEMS on sa'ary k;vei 1-5 are 
eligible on appli~a lion, for free med·cef assis:::mce on GEMS 
Sa r.phk~ cption m tht> same basis ;;~g in par.2 .1 at.·~·.;e, 

4. 3.2. The key advanta~es of the Sapphire opticn are-

• It is th~ mc.st affon:JatJ:e ov;,:ior< wth unliT,ited private 
day-to-da'l he~lthc.are cover. 

14 ·:·:::·:)t; ~f:<t.!~/lt~[l~lr1l:~lli~~;~~ti~illili]~~~lli11t~~~l-
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;;:..l:~t.:~~lC C•C: QC.I.JT~.~:;:-~t;!/'1., 

• it i$ de~;:gn~d to lmpr:>w ye-w (iw.llity of li'e (quick 
<JCC$&S to heaithr.:are, r.·riv:~te tioctor$, c•Ner for 
;.;r;;gn<mr.y ;;rxl c.onr.raceptl\·e&'.l. 
Ew..ployc~.s have quk::k ~ccess tc trt:.:l!f.m~nt in 
ex . .,,gencie-s. 

• Here ars no o~t of pocket expenses (wallet-less 
cption). 
!tis fCJ!I:v st.:bsidsed for !ev~l 1-S empioyr,es. Covar you'. 
entim fam:ly to a :r.aximurn of F<.Z l i' 5. c.mployees are 
advi~ed ro cont;,ct GEMS as they c::o~dd add mor,;; than the 
DV€ dependa~ts for rrt'!.o>. 
Them is r.:om:~rehe1;slve H!V cove' ircludinc; HIV medicin~ 
available. · 

for mote :ntormatron, e:nployees cowd wr:tact Cib"S call cent;-<? at· 
0860 00436? or the websi'Le. ,.,.,~w.gcmo.gov.;:a o: r;n;a/1: join,gw;;ms. 
{;0\/~Z.::J 

• Th~ f;rr.ployf.f. gets rnar.ag!!d pu!Ji!~ hospital cov;;r witt: 
access to arivate wards 'Atere nece.o;sarv: ~nd th<:~ 
Services are t<lilored to meet the employee's medica! 
r:~e(..~~~ 

4A. Pne;t-Ret:n:>ml?.:lt Medic<:! A~•sistanc~: 

4.4. 1, l"he State prcvlces fer pilyr:lent of P·)St retirerrtenl !llildcai 
subsidies for <>ligibl<> employees whc. ex:t the publi: sel'lice 
beca~1se M ~ 

• Retirerrent, hcludins early 'et:rement, 
D~<:th; ~r 
D 'sc~arge as « rtl~ult cf i!:-hea!ti1 or through ;njury on 
duty. 

4.4.2. On~ r;f th" qcJ;,~iFyin:,t <:-1 it~dc; ior cunUmn:w:> ll:t:di:.:~l wbilly i~ 
th,;t the rat:ree sl"ou:d be ~t IBa[t SO yea:·,·, with at h~~:;t 15 yr:rm: 

BJiiN~l~lfu~1~~zg@~i~~~~l~(~;~~~~:~r;~W..!1ti:J~~~~;:;u;:;;: , s 

~tt\;),~ ll: 
........ \>if:.:;; ?············ 

t":e <lpsa __ ~_ 
:.'~p-O<i!lf·~l~ 
::'-:..:~:~: !;x...,.i:.t! .;~5 ,'t,;~~~· !i.~:i:·~·i?:•. 
"'-~~~oUt;. c:r '1=-~o..•l·•.l..r~~A 

of actual seNiC(). In this lnstan<:e the ent't!ement is 2/3rd cf the 
medical con~rfbution to the emf)''oyee's rne:Jic~l schame up the 
maxim1tT• of R ·: Oi4 pro! non ttl, (I he l"ost-Ret:mncerlt ~~edtc2.: 
Assistance is bc::r:£: re'll'ie.·(';cd). 

• Fr.r ~mplny!'f'"~ who >~tin~ under th,, 2[Jc• of 50 with ~~ 
!cost 15 years of serke, they 'NIIi nw:ify or appli:::atio~ 
ar,d on reachbg age 50. 

• An employ9e, who ls cttscharge·:l due tn IIH:ealth and witt 
at leas~ ten y<:<n:;; v( ;;r.;tu<-:1 ~"'' vic1;, is eligible for 
c:::·ntinum.i~· err.p:oy-er rnedic~l :::;~b:;idy LJ::i in 4.2 eOovc~ 
Ernpk'y~t~~;. wh.~ .t~·.:'lt fb~ p~lb:ir.: ~P.rVicP. rl.Fi.~ to n.th~?r 

reasons or iesser ?.qes that >T•entior:ed abcve. wi!l r~c~ivt· 
Vcried paymento 1:: .accor.r),'l'>Ce with ar.f.'i<:able fc,rr:1Ul<le. 
Emolov;;es shou::cl contact tr.eir rEso·J•:;tive Hum~r, 
Rt~sou;ces 5-ections for moce inform<Jtton: 

16t<:<>s~,dit%~m:mmm~m~~~~ 
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s. r.OUSJNG BENEFITS 

5.1 _ A tm,shg olbvan2e cf R50J per rncnth is pay3b!a tc· :m 
P.mplo;;ea v-t1o O'M'•S ~ h<:>n~e rsgisterGd ;,. hb/b<.,r n~mc-. 
T r:s '.'!lk:wilnre is ~<J:d for one hom~ ottiy \Jr. less for off-lei;; I work 
pui"pC'.!Jcs~ thi.:!" coup~e O\-'/r~ two houses and ar-e stQ::io~1ed in tvvo 
diffcr~n\ fii<Jgi:;terial districta. 

S,Z. A:-• ::rnpk;ye~ wc1o r~nt~ accotmnodatlm is eligible to receive 
R500 per rno!'1tr. pt·c-..!lded he/~he rws a v;,lid tentrJI co'ltract. 

~i%~~*~If~~~f~~Igtm~m~~;~:il~~~~lll~J;1it;:;r;;~~i(~~:: :~\!!:~::;~;:; 17 

' n. SERVICE BC.NliS 

~.:' ~ .. ; . ' 

the: dP.~~----

6.1. Service l:onus th:;t ;.c:u~ls ;:;r, crr:pby<lG'!! one n'onth Cc>lnry is 
::><w~t.la ir: the p!.lblic ~~rvi\~" r:<1 z. l 3t~ ::~~-q·~-o ·)n their birthday 
:-no nth. 

tor .fudher infcr:7w.tiC(; Oil ber,efrt.:; ;;.:F{t:n::J ir; if1B {Xil.iHt.: ~en/JCe1 
cmp'ay<!es c.w 1-.i;,i( :fir: Oepart,'T'eut for P(ib/ic Service and 
Admi.-li~'Uiitir.m's website at: ~·ww:dp$a.gov.za. 

, a :; : ::\ /(ll/j~]JdN~~~:~~11j@;\ff~il~~i~~mm~~~mflm 
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7. LEAVE DISPE,'.ISATIO~i 

The need for a leav~ di:>>Jen~at!Gr. in tht' Pul:>lir; Servi(;~ i~ to: 
• comply 'NEch tre leg a' ~~quirements entrench:=d in t'le 

Sas:c Ccnditons of Empioym~nt Act, ~ 998. 
pre>m()te t!w h~alth a:1d saf~t:v or employees. 
;.:ttk~w tf-.~ e-rr.pby~e t:J recuper~~':e ITorr, illnc~s / injLrk:~. 
acc(.mur:odf1~r.- th:: r:mplo.Y~f.!l~~ fi1ntHy: p:-~~f~!;~;it,n:Jl c:lvic 
and pert.o:m: needs. 

The:: ·:Jiftere'lt types ot leave are as fcllov:;: 
• Annuaf le~v'"l 

Norm:! Sick Lea\·e 
• T;;rrrp.orary Incapacity Le«ve 

L~cfvc for· Dccup~tkHl~l~ tr~Juric:s er..d t)ise~:;;~~ 
• Mater:,ily cJoave: 
• :"ami:y R.esponsibilty Leave 
• Adopti•:Jn L~ave 
• s~ecial leave 
• :. ";Jve fnr 0-:tir!O' ::S~*er~ I Shop S~ew~'"ds 

:.Jnpid Le~v<> 

7 .1. ll.nnu~l :e~\·e 

<f ar. errpbyee has les·~ th'"n 1 C years sEwi::e h1 or she i!i 
e!i]lblil t::l 2? d'ly.,. W'lr<ing d~y5' ;;nnll;JI lF'lVP. in "' le.:JVA ~ydP. 
:>r if he cr she h;ls 1 0 or mere ye2rs of se:v·:c~', •1E! or .~~-.~ is 
~ligib!e to 2C d~ys wcrking da~·s' annu~llea\··e ir. a leave cyc'l.~. If 
an employee is app!:·inte::l in che cour~e sf a ieave cycle, he cc sr,e; 
·vvn ce el:g:bl~ ;c. a pro rata annual ~ave ~ntttlement o1ly, 1 foe 
emp .. :;yee is rec:uh>d to take a ccminuous pi:r:od of onnu<>l ::eave 
for~ p~r:ud of at le%t : 0 working d3ys in a !e<t,ie cycle. 

The kMl cyde .ir. ~ ! 2-rnn~th 't. period ~n::l corr!T1cr:cc5 
1 Ja•tllill"y uf e>J~.;h y~;,r . .lit lltil etd A <iti:;; 1.:'-rllc;;rlh p~f,)U dfl 
\lmpioyM has a 1\JrthM .(i mont1s to ~tftise ;my unu~ecl annml 

~~~J!iii~~f:@~f@!f:~:w;:mmm:':;n:r::·:m:{:,;::• ,:, ~ 8 

tl1e dpsAA. 

1~~VG l;;~~y~~ fc·· :.h': pn~'~·k~~.t~ l~a'/e (..yde. kJ othe-r V·ioni!J) 3n 

emp<oyee ~as I 8 montos withi:l ·.-hich h<:: or· 3\·re wdd utill>~t o1i~/ 
htr <:~ntlt"~' le•J'•e· Any Url'J~:;d le~\·e d;;ys availacle by the er:d cf 
~r"e g:-ace oeriod are forfe:tad. 

A:o em~byee rna:• not st;:;y a•.vay from l·'mrk un!e~~ he; m she h?.s 
applied f·::.r· annu<ol l~ave <or1d hoE csen ~d;;isad by his or her 
::.upcrvisor tilat tno applic3tic·n has be~n a;>prcv~d, unless 
e:;:o:eptic·nal cit~ul-,l5tanc'":;. '""'~t. For til is ~·ur pllse ~h<~ :.>l"t;;i;;l 
leave a::PI'C<ltio~ form, Le. the z H<•) fo~r::, must be cornp!eted 
and signed. 

lhJsed Bnnt>~l foove is p~itl ()Ht in till'! ev<?.nt wb>.re M tlr.optoyee 
ttnminorteo; his o,- 'ler· ser·/ces or l' the "pplic<>tion for ar\nllai 
~~~e was d<!cin:d d:.Je to operatic~al requi,ements, anc ctruld 
fiUl b~ :·0~;;h0tlui(::•J in tile cm;'s~ of the !eave cycle. For this 
P'lrpose, <.t the e;1d ct the '18-month perioc: a wnt~en r~q\::est, 
support~d by ·Nrittlln IW<,:Jf t'f refw;al of .:he t-rnllr:l l·~a·.-.;,. and 
t.hat it Wl,:ld not be resc.hed<ieJ, JY t.h« H.~;:ld ,, I D<;p;Jrtrnent <~r 
di:!legzted authority mt;st 1;.~ S\ibmitt~<d. 

·:7,: .1. Sene he iari~s o' leave payout. in lh~ ttvom: 1lf death 

An employee may d~signat<: one or more benef!cia1es to wiK'r. 
h!s/hf! le~vt! ~llyCL:t m;,y be paid in the evef\t cf death. If 03 
r;en(>lir.i~ry h::;s w:.; bet>n r:or:rinatr'ld, t?1~· ::eave p~yout rm;y be 
~~fd ln ful: to the ~roL:sG/I~fe ~artner cr if the~-~ is !10 $pOiJ::;~/ 
oife p?rt'ler, il1 e·~ual shar~~ for the benef,t. :,f tni:J•.Jr 3nd ctlre:r· 
children ( !ndudlr:g ieg~\ly ;,dop:ed cl'lld'en): 1:·r If there 8r~ no 
chUdren, to the ~:~r.ployee's estae, 

7 .2. ~~xmal sir:k le:::vf. 

The P''r:.>os<; d normal $ick leave is tc:> enabk ¥1 emplc.yee tc 
:ec~[HJ1ah> from <~n Wr.ess or an inj:Jry {not an l1j~r/ on duty). 
.<'..~ e~::ploy'"~ 1s entitled t1:i :!b workir1g ti<lY~ pa::~ normal sick 
ie4ve> in i\ sil;k ll'\<i\it"i. cyde. A. sid' leave cyd1> i> a 3:6 m<Hl\.'15 

zo j:!. ;:~;_:::_:;:;:~:~~~}j~i~m:~\~:~~lftJ~;~mitf:fi~li~w~~~l~~~f4m~F~f{~m 
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~ericd Th-e- current srck leave cy<.le conmen·:ed v .. itb effect from 
1 Jaq~ary 2007. LinUS!)Q normal S!C~ leave i~pse£ at the end cf 
the ~ick leave Gycle. 

if 1Hl employ.-e kl\o•.:s 1!1 ad'J:lnce that h~ or s'le must go for a 
dinlc<:~l prot.:i:!dure, sud; :<~ ,.,1 op~r::>::ion, h~ cr sh~ rnu"t submit 
hi:. ''r her a.:Jplication on the Z1 (a), the h'~'''i' ;3pp!ic3tion few,. 
J-;owever, shOll!d an emergency arise r.r !f the e:-nplovee is 
ove rcome with a ~udd~n !ln~ss/ir.jury Me or sr.e mu~t notify hl> 
or ner superv:sor immediately teleph"r'lkallj or thro:;gh a 
re:;;,ive, frie'1d or co!leag~e. 

.-"n ~ppliwtion for ncrmal sick IMVe within S w:;;c~ing J;,y:, I'Jiu~l 
b·?- ~:. J htr:,itte-d, Rfter tha ftrst d~y :t abt.af!o:o, ,~:i t,h~1r pcrsor.nily cr 
throug:1 n r~lztiw;-, ft;P.rd or col!e-agu&. 

If an ernployse :5 abs;mt fer three 1..:'ork!r.g days and nc·re h# 
or she must st,br11it a medical c&1tif:c9te for period cf sick 
28senw. A mealcal certi~tC.3te may be requested, irre~pec~ive 
of Lhe nurnbH of days art employee 1s nf·:· sic~, if '" pat,ern or 
trend ~as been "'stabl!shed in the tJSe of ~iL·k day·s. Ail employee 
wiil ai$o Ot) rcqui,cd t-o s;..~bm:t a rr.edical cort:f1Cilte t·egcnJfe;;:; of 
the dvrati·::Jn of the <:bsance. :.f h0 D'. sha ha:; taken s:ck lc:>ve en 
mare t1an twn t>r.r.«sio>v> dtiring a~ 8-week period 

7 .2.1. Acceptan~e c.t Medic.:. I C:ertmcates 

ror pwposes of norrna! sick leilve, medic~ I certilicates issued and 
sf\]ned by ti~e ~tacNioners a!'ld person who are ;~·rtifred tc 
dia~:KJ~<'> <'!,·d L, . .,,l patitnt:; a'ld iVho are registerEd With tne 
following prof~s:;innnf ,,::nmcils est<:~!.i!bi,.,.J ' by ~fl A~t of 
P~:!i~mEn: are acce>pted~ 

(a) Tf':e He~lth Professiors Council r~f Snnth Afric~ 
(b) Hoe A:lied 'le3hil Professlo:'ls Ccc.mcilof Soutl'· Afriul 
(r.) The Soulh Ahcan ~~u~sing Co:.mdl 

~~kl!Erulli~t~~1§[~;1~*1~~m~ff~~YJl~ii?iYTI?i); ;:;:: 21 

7.3. T~r,.,pornry im:ap•city leave 

i ;lmpcrary ;ncap;Jcity le<>ve is no: an udirrdtr.d number o' 
addltio1al sick le;ave days EJt a:1 err,plo1•ee's disp:lsaL I~ is 
additio:1d :>i ~k fr;;;ve, >'•hlcl1 is Wb)e<t to an itwest::ga-:::on <irld is 
gr~nt::d at theo i!:rr:ploy~r';;. d!~.:;r eUv11. 

If <Jtl fln,ploy . .,e h~s exh~lJSted his;/her r.onnnl r.~dt k"'v·~ r.1d ba~ed 
lJPOil the ad·,ici' of the trec~t1nn mecic~l pr;JctitioJCu rw(;d tc b<> 
absent frc·tn wc:·k d~e 'or rec<!Pe>atb.1, he or -~1e m;-y ~pp!y for 
temporary inc"pacitv le~ve with full pay. The po:fcy ilnd 
proced;re to deal with appi'caUo:1s on incapadty le<:ve i; 
ccntai:ed :1'1 tt:e ~ol:cy and Procedure on fn8apac::ty L.~ave and 
IJHuoallh R~;l!rwn~flt (f>:liRj. Ther f;fO'e, f:y plirposc,s of· applylr.9 
fc.r lorr,pora:·y 'flC<:;;:ilcity leav.:, tbt! elllployc!? rnwit utl!i:;;e ;he 
;~pp:ir.<l."Jfe appli~iion forrr, prescribe a in term~ cf ?ILIR in r~sp;,(;\ 
of each otc~s.ic:1. Thg c,ppiic"tion mu;;t al·.vaycr ba ~wp;:>orted by E 
med:ca: cer;iflcate. Jl.ddition::~! ''' lpporting ~va'la!oi" rr·ed '""'' 
repo1ts artd :rJo~miltior: , !3S well a~ a wr:::ten mn"i~'~t!M\ wit" :h~ 
a:;pHc.;:r:Jon must be submlttr.rt 

lf tha employee knows ln adv811C~ ~hat he or >h£ must gc for 
a ::;iillir;'!l pocedun<l, suet~ as an :>peration, he or she must :>ubmit 
an <>pplic~tio;1 in <rdv~r:,(.;e, :-lt>wever, :;'ould an em~rge:1cy <Hr!ie cr 
~f tha employee io :>verr;ome wit~ a s~.dd~11 il!r;ess/hjt:<y h; or 
she m~Jst. r:otify the superviscr trnrrwdi<.ttcly tel~pho,..ic .ally o1· 
thi'Oilt,lh a rel;;tl'il'!, fr:l'!nd or c,:>-~o[,.ag,l<>. 

The ap~J!ic:aUr.m fo· non"la! sick leave m~st be :wbmitted within 5 
work!ng days, <iter t(;tl f1rst day of a:sence, eit.'ler pers.::~rwi!y cr 
tilrough il rf.k1tive, friend or co--•:olleague. 

The ilppliC;;oti•xr f\,11 temp'"rOlry lncapacity teave \~ill te as~flssed in 
t1 ~Ci·~''ltif:c. cbjectivt and fai · mnnnr;· by ;; H~;;llh Ris-k ~~anager, 
who in tum aclvise tha cmp!o:r' •3ro~ its f:r.dhgs, The ~mplcy~r will 
with d:.:e consirleration of ;;~II th;) fac;:s d•:;odcl<l on the ,~rznting of 
incapacity leave • 

zz 
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7 .3.1. Acceptance of Medical Certiflcates 

For purposes of temporary incapacity leave the employer only 
accepts medical certiflcates issued and signed by practitioners 
registered with the Health Professional Council of South Africa 
and who are legally certified to diagnose and treat patients. 

7.4. Leave for occupational injuries and diseases 

An employee shall be granted occupational and disease leave for 
the duration of the period that he or she cannot work as a result 
of injury caused at work or if he or she has contracted an 
occupational disease. In order to be granted the occupational 
injury and diseases leave, the employee must bring a claim for 
compensation against the third party and undertake to use 
compensation (in terms of the Compensation for Occupational 
Injuries and Diseases Act of 1993) received to recompense as far 
as possible for the cost arising from the accident. 

7.5. Maternity leave 

Employees are entitled to 4 consecutive months' paid maternity 
leave to commence at any time from four weeks before the 
expected date of birth; or on a date from which the attending 
medical practitioner certifies that is necessary for the employee's 
health or that of the unborn child. 

7.6. Adoption leave 

If an employee adopts a child that is younger than two years, he 
or she will qualify for adoption leave to a maximum of 45 working 
days. lf both spouses of life partners are employed in the Public 
Service, both partners will qualify for adoption leave provided 
that the combined leave taken does not exceed the 45 working 
days. 

the dpsa 

7. 7. Family responsibility leave 

An employee will be granted 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 aggregate 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. 

7 .8. Special leave 

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

7.9. 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 or 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 this leave the necessary 
supporting documentation with the application must be 
submitted. 

7.1 0. Unpaid leave 

If an employee has exhausted his or her annual leave, the Head 
of Department may grant unpaid leave should further leave be 
required. The Head of Department shall only in exceptional 
circumstances grant more than 184 calendar days of unpaid 
leave in a period of 18 months. 

z 4 :wm;nJJ~~IJtii~~~Im~mm1fm~r~@lliifi1•1ID ~ "'~~'~:f. ., ~ ~ .. 
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8. WORX:N:i rn.n; 

·; he Me all oi Dep~r::rrer,t h2s the .:lllrh~rty tc cetermine trv~ \%r~ 
wee~ a,.d d2ily ::ours of work, 2s WP.II ~" thr, "P'~n·ng >md dcsi0.9 
tim~;;. Hr:> ·:ll" she d~::ermi1e.s tha wcddn~ "tims '"'it:·1 d~e 
ccnsidem~km to th~ Basi;:: C.onciit.ions of Err.~lcy:11ent. Act, 1 ~'37, 
the ?ub'k .S.:.:v,r;,~ R~!JU~e:Lior•s <::nd ~!le Detercr.in~tion t:•n 
Wx\lng T!mA. The sen::ce delivery requ~rements cf the 
!Jep~rtment infcrrrs the work week «nd daily ho!Jrs of wori<. 

R 1 . AVQI'<!·ging of houn of work 

The CHlkl;;ry lmLrs of 1vorl: n~ay be averaged for a shift. worKer. 
Tl'e r~spectM: se:::t\lral b<trgainin[l ccuncils sh~.ll determine the 
mechanisms ar.d ton:!.itians forth·! av~~r~gitg of workhg hout>. 

8.~ C~:rnpeno~:l~·n for ~rdir:ary '>'<crk performed ~·n a Sunc,ay and/e>:· 
p~biic hr:lid<1y 

A shift worker w!m ordinarily work shins as per a :shift mster nn 
a Sunc.ay Ot' a ~·r;blic Holidav will b~ .,;ioib:e to atli:ition:al p~y fetr 
Wt>rk en s~ch a Sund~y at~d/cr Plibhc HCIHd;;y, 

Tl :t! r«t= <Jf iJ~Y for o-d'mry wcrk on <J SllfTClay is 1 .:. ct thtl 
emp:oyc"'s baSIC ~"alary ,. while th~ rat~ c:f pav br o:·dinary work 
~n Public kolidw is 2 x the basic salary, 

8.3. \light work in the Pc>iJI:-.; S<'t\.'i:c 

,\light work. In the r~;::lic ser:rce IS wcrk per:'ormed telw~en 19:0D 
·~o ~F:OC the nax:t day Ol' 1 B:OO to 06:00 th~ next da).t ~" 8gr~~rl 
~o b'Jt'NCcrl pa;'ti8s ~r. ti'tP. ro'll~v;mr: sect::>tr.! bargaining ~'O~nci!s/ 
depG:tmer:t<JI chan·bors. 

~~Iit~~i~i1Iif:~~rg*~t~[~1~i11lt~l1:)~1£m~:am;?f~%~i::~~:;;{~;(;;·i ~x: :; 2 s 

the ci.~sa 

BA. Q, .. ertimrl wcrli 

(}vertim~ wrwk ~~ W()~k in ilxcess i1f norm~! working hot.~r;, Ti':Ere 
must ba an agrt=~er.~ent b::.twcc:-1 the employer ar:d en"!wbye-e 
co:1cemed tr> perform .::ve;t;,,,e wurk. Tb(:O p~r!ormarce rtf ~ver 
lime work can cnly be (lel'l"'tt.:d and cc:T:PC11s<:::>c:r, ccmldern·~ if 
-authorjsed f:'t e::dv<:mce. 

1'.4.1. Th(': p~yment rilt0 for ov6r.ir1e 

lf v\'<lltin·,~ wu··k b P~' (r;rrnecl m: ;,; Sunday 2r,d/:)r Publ:c Ho~iday, 
tre overti11a is ·cafc:ul~ted at " r~t<? 2 x the b~s:':: sa:arv or t1e 
c~il:·~g of :<. 145 920 par ar:.r:~rn. whichever is th,~ lmce-;;_ Should 
overtime work tm :.lt'rf.:.Wn<":d or1 ;;ny cthH d:;y <>f ~he V·.<Hlk, be 
over,ime wi:: be cdr;:ul<:tad nt a rote?. ::>f 1 .S x basir;: snl~oy C>r t:-t"' 
ceilhg of ~ 145 :J 20 per am,::rn,. whicheve•· i~ tile lo,\·es:.. 

T:11~ of! lor cvertir:1e performed i'l lieu of <:G· m~er:saticr. is no 
it::'1ger ,grar1t~d. 

r. 6 .:::·::: i: E~~r:r:ij:~;ns!r;~;~?~@;Jt;!tt~fi~lt:~~Jm~~1Hili\~lw.$;.tltl~: 
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Flexible remuneration package system for employees on level 

11 to 12 at GDE 
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TO ALL HE.A:JS OF NAnONALJPRCVIIIIC!AL DE:PARTMEN:lS AND 
PROVINCIAL AOMINIST~A fiONS 

CIRCULAR NO, 2 OF 2005 

IMPLEMENTATION Of AN INCLUSIVE FLEXIBLE REMUNERATION 
PACKAGE SYSTEM fOR EMPLOYEES ON SALARY LEVELS 11 
AND 12: 1 JUI.Y 2:00t) 

INTRODUCTION 

Tile St~!!l a~ em!lloye~ te::1:M ~r-::>r·osaEs in Apr.:t 2:;)(!3 in t>"' PSCI:lC on !he 
<.:CI1V<~r.o::io11 of !he CLlrrsnl remur.erz!ion syst"'m far em pl"'yee:s <lrl <s!Jia:<";l le·.-els 
11 M1 12 !.'> ~rl ln~~rJ!iV!) Flo~>~i\lla l~<:mune<a~ol'! P"<:k"gf, SY1'l.,m. Jl.l!er 
strv·tr~F. attGrr:J'~S to condur!<l ;ln egroemem. ;fie Err;plo',ler d<!elar6(! :a dt'>ad~c:~ 
ar:d tt.a l)la;;<:~ W~l! referred for !;QM.t:iillltlon i'l terms c! tl'ltl ?SCBC IJiaputr; 
Ruso:utkm mechan~~m~ . After severat conc::Ha'J{J..I'"l rr.Bf'ltnHs U~ d~!Jr>lste ·was 
Still UIV6~::<IVC!d and tt>e C!.'"r;:::l;,tor i"-.'<L'OO a ca.,.tiflcate !O the effect. 'n vi"'-v Of 
the !ailuril af t:·,<J E!np:cyct and orgat'li$ed labour to oor,c!uda< an: aoraemsnt :n 
the PSCBC. the fl.in~e~ f<l< Put>lk Setvice ~r:<! Adrl'i~·islr.atlo-n ('>IPSA) 
subsequerttly .cJse:idoo :n terms rf.' ll:<Jrt::on S(!;){h) cf!ne r~r~ie Setv:~ Act, t 004 
t~ irrrpl~ment the fimplo)'flt'l:i tJfft1r tl3:olnd at it'te lest Conclli<ltion m~ing IOf 
<'><llployoo3on s;; l~ry l~v~l s 11 <'1M .,z. 

2. Ttl 's Circulat, therefore. deals witt; th~ MPf!,'~ •.lflt~:minaUon for the 
::mpJament<;hm <.If iJn Inclusive l'lexit::Je ~~muneratio<J Pad.age S)"tenl 
(lwru(Mift<l r rilfmred to :Jg !1'10 ~ is~nsa'llM}, llff~ct:ve from 1 July 20:\~. i<x 

.J.I05 ;>io ' ¢ "'1to.:ff)o r» IH:y. W~ ·.:J. (a ""·d'lvtd.:.JIJ::y f'IIIISo!o=Ohtttbl~ t.)o ~t)ll~l'fl·~ S.Pf·~l6 ot A.IDO ~ 

-:2.-
e,.,pluyees en salary 1e11els ·11 ao·d '!2 (r,Hel'l!l~t& r~ferr~d to 3 s MMS 
m~;trr.<:Jar~l 

SCOPE OF APPUCABIUJY 

:>. 1hu MPSA's Ct:!t~Jrrnfnatk;:ns oor.~alr1ed b t!1is Circular app::)• io ati tW\·'iS 
mer1:!>ers eo sa:a<y l<o.veis H ~~d 11 \'Jho :>~'<.: '<ll'Poinied ir. l~;rms cl th-e Pr;bk 
SeNit:e Act 19~•4 gM tr.e Correc!iooat Sa:vices Ao:, 1 gga_ 

4-. Thls Circ,Jiar dOll~ not :npply ~olh<l follclwll~g ratogorir::3 of MMS memb-ers: 

(a) MM$ m~;~m!;Ere "r.tployoo in term:s of :11.; S0:1th Afn,~an Peirce SeMce 
Act. 1995 (pvli·~e members), 

(b:f MMS memrer3 cmp:oyef! lnle~ms of !he Emplaymen! of Edc;C!itors Act 
1998 {Educa<.>r<). 

(c) MMS members in ;ha ~•alio~o:( ?:"ose~uting A~liil<Xi!y (Pt•)o<~cr.,ton; <lM 
~pscial lr.'fesugab's on <;q,iw;l~nl levill\~). 

(d) MMS members in ;lle Of:i::e of U1e Public PiQitic.tcr {lr·•esligr;ton; aGG 
otfl"' <!.mpto:~«f>S on egliivalemt levels). 

;~ l MMS merr:t.ets e:tr.~''C!fie~ in t~rms of t~e D~f<mce A.ct, 2002 {mWt;sr; 
m~moers). 

5. Tb;, cM<$lrTilflAtk>n of ~rr.,:::w di;;p~nsatk>:~s fer tt;e MM:S memoers re~erre<i to In 
Stib-paragraphs 4(»} to {if) will ~ <;!<:~~~ w::;h ~y ~~~~ Minist'Or·• of Si!M)' ~I::C 
S<>c~ril:y , E.duc-a~on ;~nd JloSl<c:e a~d Cc.ns:it'-Jlional Devalcpmer.~ ll fn:l !he Publk 
?rot.ector ra::.pactivaly_ Tbe MPSA's U~terrn:n.tl~i~J1~ tr1 ltt:~p~~'~t r1f TJ(.!it;!r.:•;f} Act 
wi!: bil! dealt witt> sepw.a;eiy. 

lfllf'tEMEt~TATlON 

5 . The MPSA h;;r, <Jqt>Jnn::,""' the followin!') in mm1s of :ooct:oa 3(3)!~>), rend wilh 
·'-~tivn. n(5)~t~) r.Jf th·e Publ;t. S~rviee A ct..1 ~YS4, cffedi"'~· fl-orn i J~;y 2005; 

(a) ::npl~mentaticr. ot the disp~m!:atic.r, atta<Jhild <.iS 1\r;r;r,x~· f(> A f.;;r MM.S 
rnemxrs wllo are employed''"' terr11s ot t!1e Publlt. S~rviC!t Act. ·J:!l\M and 
I he Corre·:~(l<lal $.¢r,:lc~s A•;:t, 1 \19e, 

(b) Th!! MMS u:r,t nhtm; n>ft>rmd (<> in ,,_;b.·-r..arogcaph (a) above do n:1l quaMy 
fof ~l $t3,ViCtJ. Borll.tS, ~\1cm:; c!al r~nsistanc:e t·o :=m:JleytSes or the Home 
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Own!H\\ ~ l lowallc&, as p:c;)llkio:;d for in :?arts I, II! (pR<agraph:) W·d IV of 
P$C:E"~C l~er.oi L~t;i,:in 3 of "!:9£9 respef:t:v~ly. 

(c) MMS mom~ers quaUiy br all oiher bene!i!l> ~,,lcl :::ondiiklrtu (l! ~Nvk~> 
{exckJding th~~ r~ferr~~ w in $l.tb·-pi=J.rogmnh (h} ~t1nve~~ pro'l.'l>je.d they 
meet tne ·:lUill~\1lng crll'!r)~. 

'T'hf~~ Depwt·'iie:·lt wfl: !)ep~H~~taiY' m~~~~) {~V~l:::abltJ ~~ mmu!1cm~r; ~ad·:age) 
i>:::lii>S fcJr MMS LevP.ls 11 and ·~2 (full-tims am! partctime (5/S"' a11d 6181') 

r'!ll>tlll,;iir!> <'l'i!<JIM«<i in t~rms of l~f:l Pub'::c Se:v!ce Act,. 19~)4 \ltid l<;fl·lin<:e 
membe~ appoir.teort-, terms o'\M Corro:l.:t<onal Se:rvic~s Act. 1llP3J, as;-;~;:: as 
t~e rrensration k,F;Tys to 1n~u"t$lahe ~ese r•.err.bsrs to the ne·w cflspen£:at~·:::t13, a!te:· 
b~ unouul c~·<lf·'iving a<J;uslm~n! for ~mployess oo ss~a~; levels 1 to 1:2, 
t>(fE>Gt'''" !ron: 1 .1'-lly :wos. has tren lir>allsed lP. ·~m1s of PSCBC R.eso:c:tion 2 
of~004. 

THE NEW OlSF'ENSA TION ANO THAN.SlTlONAL NIE:ASU R:E$ 

3. Tt?.c·- new -~Hsp~nsati:o!l en-tans :a r1ew approa~h ~ ~murterata MMS !'rlembers kt 
;M PC<b!ir- Serv'i"e, w:1lch has lll>.< iolkJ·;Jing advantages for the amp:oy<~r ami 
~e Mfl!:S n~mb~r; 

t~~~ f.nh~~:,;.o;1 tf.)~4 cx;. r~~r:r.):: uf mmun:arat~n costs 

(b) .&.!>sis~ ll'l e>ffida;nt plann::~\1 ~nd lltlttgeting -of personnel CC>IS "''these 
I(W~Is. 

(c) ~ns~ra u·>at sill MMS rrli'irnMrs b~>Nt>it ~<l(tlly. 

(d) ~nlta.,ce depi:<rtme~t~· ext:ow:;l equ~lity in relation to it,a lab;:n,r mark.ei. 

(e-} :.!nab~e Mt.lS men::tN:!fs t'o t;:l::t.~ttLJre ~n:e:.r:·t::rlLJB~~t!;_)f':l p::lr.:.k;)gps tn terms 
of tt··:>'ile:· ~:pw~lic; l!<djvix~.l n;,ed~-

S. MMS merroerl> will not be nege,tivtly alfe~ctGo w lranslat:oll II> lhe n~w 
dispe:·~s~~IO(l. 

Remuneratlan St-31¢~ llmf inclusiv~ flexible remuneration pa.:kages 

'!:Q T-vm s.~pa(.ate remu ner.at::on {package) sca;tes w:11 be lmplementlli'd fer MMS 
LEvel,;. 1·1 .<~d 12 r~s!l*ctivaly. E:J:Ch rr.tmr;nemtim =!& wiiJ ca:cJsi;;t o: 15 
~c~ag$:S {:t>O'"';~IIeri rV;Jlc.!:'.~·s) to pr~vida fo:- pay pmgrsss•r:·n. 

...4. 

Slru<;t!lr<t of Ull!· [tWIU$lv" ;!0J<iblo:> ramunaratkm package (hereil'>after r<~;fen"d 
to.,,. the package) 

11 . Tr.-e fo:l!o'hing element~ of the p.-..-r~>·issd '"mwwrq,Uon. an<J <co'\dll>o~s <>f 
serviw ate c:Jnvei1\JG int~ MMS :nemb~r·~ tot,~ljJHCK!i(JEl. 

(<>.) Salary no:Cil (~er.sl~m:tlle i!':come). 

{b) Val~e oft:;.;, reNi'ce bo.n~ s, c.s:cuiBlad on the salary nrrl\ia, 

(:~} Emr>cym·s contribution to tho: GDvmrrrr,e~t Empiayee-s Pensio:-~ f'>Jnd 
((-H:Pf')., ca~·~:Jl!l.te·~ on l f't<'. Sfllary nolch. 

(~) Maxim;Um employer's C<mlr-buti<<n to a reglstere<lrrn;(l::c~l aid ~::.heme. 

(e) t ... ~a).':im.um home•:}~'Oiners afk~'""''a:·1.:,;:e. 

12. The packa'ija <f. an MM$ mem!Je' aC'mirn;,d to the GEPF w ns!si.s of ti1rsa 
con-,ponents (pillars), namely tlle--

(tl) basic., S<•l~r:'l (;)E'noi.nnablo ir.c·::>m~): 

(b) empt<)yer'~ ~Cirttrlbut:on to lhe GSPF; am! 

(c) f lexible pm~o:< (ncr:--ptmsicnntlkl inr.:)!n\l). 

13. The ~~·;kag<i of an MMS :'r\ernber not acmil;j~d lo the. GSPF (L<>. apj)<>inime"l 
on a · f::x.&-J;...b:mn t.'C;Ptt'~~t ar1d W~'4&t'tl ~~~-eo -.;:ontrac;; spadfic.a:iy s!lpufa;as th~~ 

rnembetr~ ~xr;;~~t.t()t! frmn th~: GEPF}1 ·dt::c::s not c~'Jnsis;: of a:-~y c-:rmpn:nents ~ 
lhlll'llf.\l;e !h~ mml fil'!M~fl3 oo~3litti;ea tim lle,..ible porHon_ 

Bilsi<: salary 

14_ Ttlose MMS m'""h-'"' ac,:nitle;; !~. tn<' Gf:Pf. will h~ llffM:l~d a once-ott 
c.h\l:ce to :;et !t:eir baslr.: sa:ruy (~er.s~onabrl~ !r~~om~) :n me pa~;.-,;age >v,:\hin 
contain p~::am&ters on tnms:: anon to ~.e dfoper.sBlion. etta-c;Hve from 1 '''Jjy 
~005. Th<m~futo, thc)St! MMS mamllo<it'$ will b<i o.bligP-d to exe•c!s" the>r 
"'ho!'ll.p In writing In till! f~t to be issm•d by their d'epartm.-,nt,.. 
Dep<-:ndtr.g on th~ rn"moor~ r .. wr(!:nt .$~l.t:~ry ~~·V{iL the ct-.oic.e Is .a ~ fcnc~w5 · 
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Ia) MMS Lev&l11 

Sett!ag uf t11a ~l~Slt~ ~.~~t~~::y i:itht~: 411' 75% (S~\l 1 } .Ol' 70°tQ. (S;;~t ?.} of tbr-, 
packa~<e. 

(b) MMS L~vel 12 

Ser.lotg of the t>a>ic sala:ry eilhe.r at 75% (S"t 1) <l~ 7(1% (Set 2) of the 
paol<z~;e. 

1:5. T.'"lt":. ilap!:tUi:lt!("~~\;0 <'f't'htl:; i~~f!:=~·iti:H!fl ~hdt~,-~ t.:r b~ P.'X.e'~rd::led anJ: :as foHovJS: 

(~) s~t 1 a!IO•IS· the MMS r.'l.O'm~er lil fft h~s cr her llaS'C: S3~ll:)', \ln wNch 
the emp!oysr'"s and t~~oe mert:bE:U~!:; ~;r.mtiUJUt::!"N"'l~~ h1 ~h~ GF.PF ~H~\ 
~:~let;rated. ;ll! :ll!!~l !l<' t~l> l<">val t11at pr~vaU~ ~tlr~ tran~lat,:M tc thr, 
diSMnsatbn - therefore the IIIIMS mernter'15 ;>en15lonab·la ll~<;ome Is 
nt>t red ue.eCI <•n translallon. l·loweve.r .. this :::m.tt;o llw ftexlble pOillvn o! 
lh<l p~ok;:~g~> that ::~ l(l b<l flli<Jd for str>~atuf.:~o cW.:air1 r:o:mune<at"..e 
:r.itfn"-'1l!'l~:q..'bR-nafits such es a cc~lrft~::Jtiot1 t~ a =regfs-!eraC n~edfca:; 2-:d 
r.~Mm~ . meter ·~nic:e allo:lwar.ca e!~. ~i~hit1 t~r, Cul't~t't provisi6M ef l.lie 
II'<'Offi<! T~x.~-~~ 1962. 

(!>) Sat 2 iill<:w~ th<; MMS m<.<,;nr&' to set his or her baaic salari
1 
on Y1.hlch 

It;~> :m1 ploym's m;d the member's contrit;~~i~ to the GEPF ~re 
C«'Cili<llotrJ. st s level lower 1hRt prevait'l:t; tJF.fore trar.s:ation !I) tt.e 
di~;;,ensa11:m - the.f"!>fore a rer.luction in the MMS mambat's 
pn~t>ior1 ~bla income on. translation. HO\\o:evN·, ihh; tnc'-e~sr.e !:he 
flexit.::e portior. th~t 1,; lo be u~e<:J lor $lttio::blring cer:~lr, "'l':'l~mmnliw, 
ello~<,ances/benefits such as a CCI'l1ributlo~· ::o a "'{lis.te"'O rnetiical a'd 
sc~.~:ne , mot<>r vellic:e ;llc·wance w:. wl~hin the c~;rrar!! pr.::r,it!on& ofttw 
fJ :r.-.~m1t~ T ;;lx .. v;t t i 96?. 

{c) Tnls is <> onc~~ff r.ho!(;jJ !:~tore th" MM':> memb~r·s package (~<1111 
s.trucllJ!'i!'l!: tM!!rQOf) will be: ;mp:emMted on PERSA~. Thi> choice may 
no~ l.l0 C~"'Jild in any way or at any time wh!le lh<> MMS member Is 
being mmun~rat<>d ~n t.erms of tile disPGnsat!on • net even with 
promotionltranslalicm from MMS Lev-el 11 to MMS Le'iel12 or with 
the awardir!lg of a high&r pa ckago to tl'>tl tUUt<•l><!r w!Hlfn ~li$ '" hQ:f 

roreuMratiml seale. exr.(;p1 itl fertt~; of th<: ~mMi1kotii:it J)t~:Wi<,<ort ti;fNff>il 
to In p~lfilQfo?~ph 1t) ht1rt:~~..:nc::£'l-r. 

{d) Set 1 wi'l be awBrCe\:1 a~ default if ilr. MMS rr:emt,er fail~ tc e1:e~ds~ t.is "' 
he:· cJ:ok<rt wi(llin lh<> tim~. p<!rfoG Sfe<.''·'lc:d by hts o' he' department. 

-8-
16. ll·o<~ to thtl- imp:ct .!)f an MMS member·s <:llo\oe, w11lch effects '"'~ cr t~er 

pens;Gnable I}Otsili.cr.: tn future {e{{'ef;t O.:'l re1kettltmt ~11(! f~~;igfl~::~ion bc~nefits:l. 

>lrlri trl Hn:MI~ a S<lil'llll'S~ lnm:~iliDil tc !hB dis[JCmwJiorr, e trsns.ltkmal 
prc.v;!sion {graro. peri-od} app:::es for 6 mo:1ths, ccrnmenc~n:-g on 1 J.:;:~y L\)05, :!1 

ta:fl'n5 c•f w~~·il sn ~ .. tMS me·:nber ·,;;ho hav&: ch:)sen Set 2 oo ·ln1p~e:·nent!3;i·:.)n 
may change hit. ~x her -choice 11.> Set ·1 ·· th-erefc~rc1 "ur.cj(li~~:r h~s Cf ht?.r ::nfti~lf: 
~))ofi<.A .. ~LI~jo/t to th;, fo:;:,wlncr: 

{$!!} T:!'::~ trant:;itior::al ~:uc1\'is1on or..:r· applies tc members whn 't..'3fe .a ! re~:!~iy i:) 

""'"'""en ssta:y l~.va:s 1t am!~;,: on M .Jtl,.,a:2ik15. 

(o} Hov~:1ing fr·~m S«t 2 \o Soot 1 >Mil be Eiff.e~tive fm111 1 ~·Jiy 21){)5. (ther<tfcr·e 
wi:th telm~N!Clill'e e~t). 

(<,;) An Mt·iiS ncerr.t><>r is C·Mged !o fu~.j ths GEPF the tJ:.fte<~·oce ::o l"•e 
empjwy~r'!> 'O:J.lli~U!ion tc th6 ·;;iEP F [prcviced fQ r ;r, the paG~IIOII'} aJS w~ll 
as tha -riiffe:re~.c-~ :~ ~he rnem~~s vwq con~nbt:t:on, whlch acmHn:..rtMe :J 
~I£1CG 1 ,luJy- 1().05. 

t:dl HR. componetl!s rt.-:lst <eCI:'lve afp:;cafions ~o rove<t lTom s~t 2 to Set 1 
t;~~oi::::re ihe '!lf.lliry o! !r~" uam;;itk:n~l j;t:riod [31 Decemb<lr 20GS) .... iato 
ap:pticatfo:1s: wiU not be ar..,eri:a~n~(j_ 

17. Th_, i.l'll!lsiUonal pmvlsion ref~~red !" ;~ ;;:-aragraph ;e ab·:N~> joes not apply ~c 
r!l&mbers wh<l w>sn to revert (rQm Set 1 !o s~.! 2 ·llli$r thay h~ve exe;rcoG"<i\l ~t;e 

choic:<t to sel tlltiif !Ja$ir.; Sil:mdes at Sci 1 or. translation !o the ~lspe'lSation. 

18 I~ will he eppmr:l;;;t~d ti'.~ttr..ach.~1te i>WM MMS: :i'!<l":lbe:'SI:\Ust exsrcisa has 
prcf.)tmC knplicaticns on hl-s or r-ler penskm :posltiot;: (retil~t~H.:nt or J~1>ign~tbn 
bene:;ts} :n future. Dapartmer~:'s ~te, ~~~~0~?., r'tl(~tx~Sh~d t(> L):)mr.1tmicn.:to th~ 
ctltJic;e trJ ~m EmlmlswJ, lhf• unrJiiOill':r:ns ltl.:rr.nf anr:! th:e !rtr:>itional pmvt5icn to 
e''ery MMS :nGmbe:. Tr.:rs Departme~t ~ss prepare·:l s ::om'THm:·~<Je for ths 
PU'P~Se, highlightin-~ lh~a Cl':!kal 31'il.OS.. The camm~dqu& is at!ac~e-.1 lc thi& 
Ckt;.tsiar atld d6pa.rt::l'lo£r.~s must ad•'i•ess it tn eact: MMS rtl~snber t..: n·::f<~t (:C:I\I'tM 

ol a clepartme<:t,.! letter. 

Employ..,r's -contribution loth'" GE'PF 

19. Thv err::{)loy~r'!4 co.ntrrbuUc·n to the. CEPF fg cafct:1at-ed on t!J.e b.a!$::c sa:ary ar.-d 
i$ de<l"~.ted ~rem the pRckage ·forthis pc·:' J't·se. 
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Flexible portion 

20. The re~ir'ling (~ <m) OOrt1Ponent of lt>e pa~~-llll" Is the f:exible portion, vill!ch 
MMS t~~et··nb~rs moy $~i;,;(,1Ui'~ kt th!! 1o~m of t:<:r"Wli"i te~r-rur:&l:a.t:~Je 
I)I!VWlll'l;ts,Jbt;l~olit;. 
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The tl'ar,slar::o:n uf MMS r~i>mb<O't'$ to t<,e re;,•une<*iioo {paC~a;<e) tear.,,. and 
pg~~ges, <>.s "11':11 as M:MS members' st'ttcturir:g cl th~ nexi:b::e portion, is to be 
e<f'f£cte<:1 a! departmental lev~.! - I! VIlli mt be eHe~!ed f>r<l~J'aN1tn~t!cl1J:y 
(."'-![cmaiC.c) by PEHSA;.... ;;,_,c~ mem~or must b., mfo:-rne.ct· in wrilifl9 ot Ns or 
!ler ~v<smt rnmunerat:on scale and pac);age, whBrs attar ha Dr .s<:e must li~ 
e;fforcled ifor• oppod~;n ify tc· ,;h•.Jo;otwo tl'<~ Pr<ok,lgo. M"'l'l mernbr.m; mu<lf o<X>flrm 
!he sU'~;r:t~rlr.g in >'ITitEng li~!cr~ deD~rm:ents may im;:li!!rn&nt tha p~r;kag~. ar.d 
the ~W(\Ufir.g therc11f, qn FER:S."-l. • <;ignin9 of a prlnto~t Q( the main pag~ Ill 
1~1~ M<'dttl (o;;:.rud•h...,!) wili to~ s.uNcient and sfl<>;;ld t:e !i1e<i =ordinl;[ly . 
Departments Br& a!Jain reminded, as indicate<! In pan•!lraph 7, that this 
pracess can only he lnttlai<'d attt>rthis Departm~ntha:s made avaf!ahle the 
appmpri~t@ r<>nH.m~Eaticn (p;u:;kag!l) sc<~l~'ii an.d tr;mslation keys. 

If oCI MMS m<;omt>.,t's lra<1S!ati·cn cat.m;\ be ;lo;>~.lt wi-~'< ·;r. len.n~ of (!lfi standard 
tmnslaticn ""liS (still t•J l>e prav:d<:!d), dcparimer-!s rnL'St ""b,-,fl a rnotl~a:':Bd 
~q:.:res~ Ia ~•is Dep·arlmBn~ (Atlet,~on: Re:nu,,erafOfl Policy Unilj tor .en 
al)propriflte {lmJivi duBt) trens.lgti.:m ~<gy_ 

-~}1i~ Dap;;:'tmomt has de·veloped a slmct~nln~ Medel (l:xce: spread:Sheet) ;o 
assist MMS members (e" w<>tl08s f-IR prallU!ione:s) lo s1tu0h:re !hoe p..ci<·~ge .... 
tft~ Model is si,nila' to !he Mocet lha! is ~urrer.tly oeing utils~d oy SMS 
:nembsrs. The MMsl ~~' M o!:rt::J:ned fmrn this Der:artrr.l)f.t'!: webs::;<! 
(!J..!!lliiwww.Cpi$_q~<t) (tbllowing tha linko to 0(;(:1J'll~nt Etr(~·:i~·etGir(~lrlro/ 
R~:A'"Illtlt;\t :;HJCJfl) ( ;f rr~,m HlU f~.~l\lW~~} t~--~l1~.:dl ~ddl<;~;;:~~.:~: 

• -~~l!!:!I~.@.9.R1i:<J,,!JP.::a;J 
" esth-enaJrlp.sa.gov . .z3 
• roberilitltdpsa.qov .. za 
• .t.if.#J!f.!.@.;JN.~--~-'-'K;m 

PERSA.L w:::: oon!k'l'Je with MMS m9mb-ers' deodvc~'ons in ""SP"'Ct ot 
ezll)t,ibut'6r.s to r·<J{!~til:·e d m~di~a! ,;old scl1en1!ls ;;mil bond ~~~)'fftent~. 

t•,M,·\$ m~m~~r$ ~tlQ~I;;! ~~ ~nQOW!lg~d I·~ m<J~~ ~sl:l Qf ~1E!t W:Vi~ o.f ~Vo:!t~ 
~emur.era~on ex.perts tc> .asslst thtlrn wi~~ t!'!e :strt.:'Cl~:rln(l o.f lh$ pschage, ll th:\>y 
~~;q,,;r~ er.r:-e-1 advice. 
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Thls i)epil!'lment ;n!j;r-da to cor'l<i,~ct ¥<\lrkst.<Jps :n each jX(}'i't'l(;<> on til"' 
implerne:nt&:ion of !he cli~pt'l!is~l'ion. Th~. intMii->r'l IS !\C·~ MIY ~o Mdr*$ HR 
p:actition~~ ir1 deparlm:::r-.ta. w110 Wi II oo n>~pon~lbl~ M ~rnpleme'1t>r"~ U'e n~w 
O:spe:ns.~~lo-r,.~ b~.d :al&": tc ~0\o'Oht~ Ml rr..;:~ny t ... 1MS mtmb6r$ ~.i$ J,l()~~~h-!:a, Thr;l 
Off:~ ·of ?remicrr. will t)!j ·appronr.::h{~-d in du~ r-.• :)t:~so tc u~rat:::J<#(.:.i)ntdim.rt~~ 

lh~se wo~o(l1.hop~. r-urthemtor!'._ ~ rs aJw lr.letld<!d to condu~t 'tiO<'k$hops tor 
r'l~tiar.ar M;;arw.ems l~ Pr~tor'ia. Natlll-M' d~~art~·Mn_ts will M Informed 
&c,orc!:lgly in <;lit co IJ:'tse, 

The expondlture ernonatng ~ro.m the imple:-nefl'.at;or; ct tt:e new ~jsper:se!!vr. 
must h<'· rle>f.rn).'OO ·!inm rkparlm~;rrt,>l b\l~~f.l!~ a11d, ~~1;.,:-.o ""'<!"""'"Y'· ~'<>L1Ut\UI'~ 
for Bd~lli<Jmll lr.Jt\.1 s sh!)li~ tw lncludEHl ':r. (lep>Jllllllir>ts' s<jj"-lslll;er.t li&tit::;J!es 
fo;:~r t!·,t> 2:CO!'.i/~O; firlol!l(lfui )'\lSt~ 

28. Oepart"'l1ents am reQl:-~ste(j fu f!lr.Su:r<':: tha:; tho: 1-lflr"lfH,!ra..t;. t~t .;=z:r~ c-..cr.t7ll:ncd !r, 
li\;9 C!rcula< a~d ~.:nne-x.ur" are implemant.,d co:-rt>C!'I'· MMS mi>r'l':ber;; n1u~t Pe 
Informed R1- \WRing th;;rt E:ITCrs wouk! t:.e rect:!led, a!'ld tt.at any amounts t>Ja! 
may t:ave b-een overp21.~d CJr uri'..Je:rpeld due tu en-a~ io'1i1::: t•fl n.:djus~!H.i. 

Dapartm~~nts are wel:;:.omll ·10 a~proach !his Dep:.rtment tor e:>l5istance sr.ould 
tlley <~>:penence ""Y d:ff.c·~:~iss. 

21l. YQ~r anl~;a~~ is app-r~~::at<;<;i 'i:> ~n$Vf~' t~l' $l,ti;C~$fu: and o,;amlqs 
lmpt~mentatbn ot tr::e dl:s.-pensaU<.in. 

"' :,, ____ [:1,:\y;-- ,.,.•' . 
,):;- OIRECTOR -GH4ER,~L 

i: Dat~t; 0 Mm;tJ :l~G'5 



APPENDIX D 

INTERNET USERS IN AFRICA 

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

Medical Aid 

Source: Gauteng Provincial Department of Education. 2011. 2009/2010 

Annual Report. Pretoria : Government Printer. Page 53. 
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APPENDIX E 

Table 3.2 Reason why staff are leaving their job at the 

department 

Expiry of Contract, 
Permanent 

ranste1·s, Permanent 

3 889 55.9 

••••••••••••·••• < >+< > <>>Xx < <> < 

Dismissal­
misconduct, 
Permanent 
Retirement, 
Permanent 

33 

936 

0.5 

13.4 

100 

5.5 6 960 

0.0 6 960 

1.3 6 960 

9.9 6 960 

70 384 

70 384 

70 384 

70 384 

Source: Gauteng Provincial Department of Education. 2011. 2009/2010 

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 the 

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, this 

includes the provision of adult 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 Education 

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 to 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 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 system for the recording of relevant details pertaining to the human 

resources that the organisation employs. In this regard, the organisation is faced with 

something of a unique situation in that while the broad bulk of the personnel are employed 

under the Employment of Educators Act, a significant a number of the administrative staff 

members are employed in the Public Service 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 (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 
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management responsibilities have been entrusted to accounting officers within the 

Department. The Department is therefore, directly responsible for ensuring that it complies 

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 system for 

the recording of relevant details pertaining to the human resources that the organisation 

employs. In this regard, the organisation is faced with something of a unique situation in that 

while the broad bulk of the personnel are employed under the Employment of Educators Act, 

a significant a number of the administrative staff members are employed in the Public Service 

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 (GDE 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 public 

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 connected 

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 the 

regulation of the conditions of service, discipline, retirement and discharge of educators and 

for matters connected therewith. 

3.4.5 Resolution no 3 of 1999 of Public service Circular 

This is to indicate or to provide or guide on the terms and conditions of service apply to the 

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; to 

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 interests of 

members of medical schemes; to provide for measures for the coordination of medical 

schemes; and to provide for incidental matters. 

Sources: 

Gauteng Provincial Department of Education. 2011. 2009/2010 Annual Report: Mandates. 

Governance, Monitoring and Accountability. Pretoria: Government Printer. 

Republic of South Africa. 1996. The Constitution of the Republic of South Africa. 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 1998). 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. Pretoria: 

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 

GOE: HRA Director 

Gauteng Department of Education 

Re; Pen:r;ission to conduct research at GDE HR.A 

Dear Sir, 

This is to confirm that Thabang Poopa (20469861) is registered student at the 

North~West University (Vaa! Triangle). He enrolled at the university in 2006 as a 

BA student (Public Management and Administration and Political Science). 

Presently he is engaged in conducting research in order to complete his Masters 

Degree on the topic "impact of sentice benefits on employee performance•. 

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

20 110;::.o1 
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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 pursuing a 

Masters Degree in Public Management and Development and will 

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 position 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? 

I Yes I No I 

3. In your opinion, do employees receive any information through 

training/workshop regarding service benefits at GDE? 

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

employee performance at GDE? 

I Yes I No I 

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

I Yes I No I 
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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 will 

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 position 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 supervisor? 

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

service benefits at GDE? 

4. In your opinion, are subordinates in your sub-directorate receive any 

information through training/workshop regarding service benefits at 

GDE? 

I Yes I No 
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5. In your opinion, are subordinates in your sub-directorate are well 

compensated? 

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

employee performance at GDE? 
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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 and will 

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? 

3. How often the HRA organize information training/workshops to 

empower employees regarding service benefits? 

I Sometimes I Seldom I Always 

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

employee performance at GDE? 
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5. From the HR perspective, what recommendations can be offered to 

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: Human Resource Development Management 

(HRDM) 

Introduction: The student who authored this questionnaire is pursuing a 

Masters Degree in Public Management and Development and will 

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 

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 GDE? 

3. How often the HRDM organize information training/workshops to 

empower employees regarding service benefits? 

I Sometimes I Seldom I Always 

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

employee performance at GDE? 
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5. From the HR perspective, what recommendations can be offered to 

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 will 

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 at the 

GDE? 

5. In your opinion, do service benefits have a positive impact on employee 

performance at GDE? 
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